


HUMAN RESOURCE PRACTICES, COMMITMENT AND PERFORMANCE OF EMPLOYEES IN KENYA


ABSTRACT
The purpose of this paper was to investigate the mediating role of employee commitment on the relationship between human resource practices and employee performance in Turkana County. This study adopted both the cross-sectional explanatory survey design.  The target population comprised of all employees of Turkana County Government who were 3781. The final sample comprised of 362 employees. This study used stratified random sampling to select respondents across the various departments in the County government. Findings indicated that employee recruitment, employee remuneration, work life balance and employee training positively and significantly influence employee performance. In addition, the regression results showed that employee commitment positively and significantly mediated the relationship between employee recruitment and employee performance, employee training and employee performance, employee remuneration and employee performance, work life balance and employee performance among employee in Turkana County government. The study recommends that Turkana County government should make financial investments in staff training and development programs in order to improve performance. Moreover, it is essential to put in place a solid performance management system in order to define and communicate clearly, what is expected of employees in terms of performance, as well as to provide consistent feedback and conduct performance reviews. Additionally, Turkana County government may develop remuneration systems that are both fair and competitive, as well as programs that provide appropriate rewards and recognition	Comment by Akpodiete Oro Micheal: Remove	Comment by Akpodiete Oro Micheal: Remove	Comment by Akpodiete Oro Micheal: A  cross-sectional 	Comment by Akpodiete Oro Micheal: Work-life 	Comment by Akpodiete Oro Micheal: The Turkana
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Introduction
[bookmark: _Toc4499585]The performance of public sector employee is crucial to any country's social, economic, and political development (Gao, 2015). This is because the public sector is the primary machinery through which the government turns its policies into practical programs, which help the nation as a whole. However, the performance of any employee, be it the private or public sector, is largely determined by HRM practices and employee’s commitment to work (Tensay & Singh, 2020).	Comment by Akpodiete Oro Micheal: employees	Comment by Akpodiete Oro Micheal: employees’
According to Turkana County annual development plan (2020). The recruitment process failed to meet the anticipated objectives, with only 80 out of the intended 950 positions being successfully filled. This pronounced shortfall in recruitment endeavors has subsequently had a discernible impact on employee performance within Turkana County. The suboptimal performance of employees in Turkana County can be attributed to a decrease in the lower cadre personnel, which has declined from full staffing at 100% to 60%, primarily as a result of ongoing financial constraints. This phenomenon is underscored by the limited oversight and regulation of human resource management practices. Only clerical officers positions were achieved which was about 8.42 percent. Furthermore, no employees were promoted or given new job titles, and this has been an ongoing issue. Additionally, only 20 percent of the staff in Turkana County received personal benefits. The digitization and automation of the HR records fell short of the target by 50 percent, leading to a negative impact on employee performance. Additionally, the proportion of health care workers with the right skills to offer nutrition related services were 50 percent. This figure failed to meet the 100 percent planned target in Turkana County and therefore there is a huge need of employee training to enhance performance in the county. The general administration planning and support services in agriculture failed to meet its target by 70 percent due to inadequate staff skills and numbers and therefore emphasizing a need to enhance productivity through recruitment.
Employee performance is pertinent to the overall success of an organisation, because it leads to higher job satisfaction, reduces employee psychological problems and increases employee work involvement (Pradhan & Jena, 2017).  Evidence suggests that employee performance is greatly influenced by the nature of human resources management (HRM) practices in an organisation (Bonds, 2017; Amin et al., 2014; Ahmad &Rainyee, 2014; Yang et al., 2015).  
Despite the importance of employee performance in both the private and public sectors, studies show that Turkana County has major human resource challenges, which affects service delivery. According to Wambua (2018), Turkana County is experiencing a scarcity of personnel in critical areas such as health, with many experts preferring to work with non-governmental groups or in other parts of the nation. Turkana's county integrated development plan (CIDP) further reveals that health staffing is inadequate, with a doctor-to-population ratio of 1:70,000 and a nurse-to-population ratio of 1:5200. While Haines et al., (2017) note that some critical organizations in Turkana are suffering high worker turnover and low employee performance because of the harsh environmental circumstances.
The study by Lim and Ahmad (2021) found that HRM practices, notably training and development, work-life policies, and remuneration and benefits, had a significant and favorable effect on employee performance. Similarly, Hee and Jing (2018) investigated the impact of HRM practices, primarily training and development, work-life policies, salary and rewards, and performance appraisal, on the performance of employees in Johor, Malaysia. Employee performance was fundamentally linked to training and development and performance appraisal. Conversely, Idris et al., (2020) found no association between remuneration and employee performance. While Napitupulu et al., (2017) report no significant association between career development and performance. These mixed and incongruent empirical finding necessitates further research into factors that may either mediate or moderate the association between HRM practices and employee performance. 
Scholars have argued that the precise nature of the relationship between HRM practices and employee performance is largely unknown (Kerstin, Shantz; Vermeeren, 2014).  In addition, Kerstinet al., (2015) claim that more researchis needed to shed light on the mechanisms through which HRM practices affect employee individual behaviours.Vermeeren (2014) uses the figurative expression of ‘black box’ to describe the link between HRM and organisation performance, to signify its elusiveness.
[bookmark: _Toc4499586]Prior studies suggest that the relationship between HRM practices and employee performance may be mediated by factors such as job embeddedness, perceived organizational support and trust (Fatima, Shafique, Qadeer& Ahmad, 2015), job satisfaction (Vermeeren, 2014), psychological contract fulfilment (Katou, 2013) and employee relations climate (Ali, Lei & Wei, 2016).  It is being increasingly accepted that employee attitudes could play a significant role in the link between HRM practices and performance. 
[bookmark: _Toc4499587]Employee commitment, the emotional attachment, identification and involvement in a firm, could therefore mediate the relationship between HRM and employee performance (Khan, Naseem& Masood, 2016; Ahmad &Rainyee, 2014; Khan, Ziauddin, Jam &Ramay, 2010).  However, findings on this relationship have been mixed (Snape and Redman, 2010; Kuvaas, 2008).  Shaukat, Ashraf and Ghafoor (2015) argued that empirical evidence on the mediating role of employee commitment and other employee attitudes for example job satisfaction between HRM practices and organisational performance was not forthcoming. To fill the existing void in empirical literature, this study therefore sought to investigate whether employee commitment mediates the link between HRM practices and employee performance in Turkana County Government.
Literature review
Jolaosho, Shodiya, Olajide and Akintan (2018) examined how recruitment affected job performance in the Nigerian telecommunication industry.  A survey was conducted amongst 50 staff members of MTN telecom service Centre in Abeokuta.  Relationships were analyzed using Structural Equation Mathematics (SEM) implemented by SPSS’s (Statistical Package for Social Sciences) AMOS (Analysis of Moment Structures).  The study found a positive correlation between proper recruitment and employee productivity.  
Amadu (2014) analyzed the relationship between recruitment process and organizational performance in manufacturing companies in Nigeria and found a positive relationship between employee recruitment and performance.  Samuel, George and Beth (2015) conducted a study to analyze the role employee recruitment plays in performance amongst cooperative sector in Kenya using Kenya Union of Savings and Credit Cooperatives.  The study found significant and positive relationship between recruitment sources and employee performance.  
Onyeaghala and Hyacinth (2016) examined the effect of recruitment process on employee productivity in private and public sectors in Makurdi, Benue State in Nigeria.  The study used a survey design to collect data from 216 employees using questionnaires.  Relationships between variables were analyzed using t-tests.  The results showed a significant difference in recruitment in private and public sectors.  In addition, proper recruitment could lead to greater employee productivity. Ekwoaba, Ugochukwu and Ndubuisi (2015) conducted a study on the effect of recruitment and recruitment criteria on organisation performance.  The study used a survey research design.  The results showed that recruitment criteria had a significant effect on organisation’s performance, with the study concluding that more objective criteria for recruitment resulted in better organisation performance.  
Sherwani and Mohammed (2015) investigated a training program provided by a telecommunications company in Erbil. The study used 93 questionnaires, which were distributed to employees and supervisors, and the data obtained was analyzed using SPSS. The results demonstrated the training program's efficacy in improving employees' capacity to solve job obstacles, productivity, efficiency, and, most importantly, performance.
Dabale, Jagero, and Nyauchi (2014) investigated the relationship between training and employee performance in Mutare City Council, Zimbabwe. This study employed a correlational research approach, with 132 respondents chosen through purposive sampling. It was determined that there was a strong positive association between employee training and performance.
Kamal, Aghbari and Atteia (2016) examined the impact of e-training on employees’ performance in the ministry of Education in the Kingdom of Bahrain. The study considered a sample consists of 194 employees working at the Ministry of Education. The research found that there is a positive and significant relationship between e-training and employees’ performance.
Pangastuti, Sukirno and Efendi (2020) studied the effect of work motivation and remuneration on employee performance71 employees of UMKM Batik, Keraton sub-district of Yogyakarta City were selected as respondents. The findings revealed that work motivation and compensation had a positive and significant effect on employee performance.
Saman (2020) investigated the impact of remuneration on job satisfaction and staff performance in the Mining Company. Data was gathered through interviews, observations, and a review of the literature. The study undertaken on 51 employees, with data being analyzed using the Partial Least Square (PLS) approach. The findings of this study showed that compensation had a considerable effect on job satisfaction, as well as a positive effect on employee performance.
Kim (2014) investigated the effect of work-life balance on affective commitment and in-role performance and the mediating role of affective commitment to link work-life balance and in-role performance in the Korea. Data was collected from 293 Korean workers and data was analysed through structural equation modelling (SEM) and regression analysis. The study found no direct effect of work-life balance on in-role performance. In contrast, the study reported that employees’ experience of work-life balance was a positive driver of affective commitment and that affective commitment had a positive effect on in-role performance.
Mwangi et al., (2016) examined the effects of work life balance on employees’ performance.  The study employed a sample size of 70 and data was analyzed using statistical package for social science (SPSS). The findings revealed that work family priorities positively affected the performance of employees. 
Wiradendi Wolor et al., (2020) explored the impact of e-training, e-leadership, work-life balance, and work motivation on employees’ performance in. The study focused on millennial generation employees at one of Honda motorcycle dealers in Jakarta, Indonesia. The final sample was 200 employees who were selected through proportional random sampling. The employed the structural equation modeling and Lisrel 8.5 program. The findings of this study revealed that e-training, e-leadership, work-life balance had a positive effect on work motivation. The study further found that e-training, e-leadership, work-life balance, and that work motivation had a positive and significant effect on employees’ performance.
Suifan (2015) investigated the effect of HR practices, specifically, training, person-organization fit, and rewards on organizational commitment using a sample of 431 subjects randomly selected from employees working for public and private organization in various industries in Amman, Jordan.  Questionnaires were mailed to respondents.  Most of the scales used in questionnaires were adopted from related works.  The findings showed that all HR practices investigated were significantly and positively associated with organizational commitment.  However, the study did not use recruitment and recruitment as HR practices.
Ahmad et al. (2015) investigated the relationship between HRM practices and employees’ commitment to the organization in the private sector banks of Pakistan. The target population consisted of 30 private banks inAbbottabad district.  A sample of 120 employees, selected using simple random sampling technique, was used in the study. Correlation and regression techniques were used to analyse data.   Findings from the study indicated that HRM had a positive and significant relationship with employees’ commitment.  
Irefin and Mohammed (2014) investigated the effect of employee commitment on organizational performance and employee turnover amongst employees working in Coca Cola Nigeria Limited. The study utilised both descriptive and explanatory research methodologies and data was collected using a five point numerically scaled Likert-Type questionnaire.  Pearson Correlation coefficient was used to analyse relationships in the study.  The findings showed that there was a large, significant and positive relationship between employee commitment and organizational performance.  In addition, there is also a very high relationship between employee commitment and employees’ turnover. 
Bandula and Jayatilake (2016) examined the relationship between employee commitment and job performance in 115 employees of Licensed Finance Companies (LFCs) and specialized leasing Companies (SLCs) in Sri Lanka.  The study utilised Allen and Meyer’s (1996) model of affective, normative and continuance commitment to measure employee commitment.  The results showed that employee commitment was positively correlated with job performance of employees.  In addition, the study found that continuance commitment is the component that influences the most job performance.  
Research methods 
This section discusses the methodology and methods that the study utilized to address the research questions. 
 Data 
The target population for this study will be 3781 employees of Turkana County Government working under the executive and the assembly.  	Comment by Akpodiete Oro Micheal: This is not a proposal so it should be written in past tense pls.
The sample for this study was determined using Yamane Taro (1967) Formulae.
This is computed as follows;

Where n = Desired sample size 
  N = Total Population under Study (In this case, there are 3,781 employees.
   e = Signifies the margin of error in this case taken as 5%
Hence, 
=362
Therefore, the study sample is approximately 362employees
Sampling Adequacy	
[bookmark: _Toc134263707][bookmark: _Toc134264271][bookmark: _Toc134264433]How well your data will perform in a Factor Analysis was determined with the help of the Kaiser-Meyer-Olkin (KMO) Test. The test evaluated the representativeness of the sample for each model variable and overall. The statistic is a measure of the possible shared variation among a set of independent variables. The smaller the percentage, the better the data will be for Factor Analysis.
We should proceed with Exploratory Factor Analysis if the Kaiser-Meyer-Olkin Measure of Sampling Adequacy is equal to or greater than 0.60; the sample that was employed was adequate. It is recommended that we continue with the Exploratory Factor Analysis if the results of Bartlett's test of sphericity are significant (p <0.05).
[bookmark: _Toc147596129]Table 1: Adequacy Results
	Sampling Adequacy
	KMO and Bartlett’s Test
	Barlett’s Test of Sphericity
	df
	significance

	Employee Recruitment
	0.903
	1641.541
	28
	0.000

	Employee Remuneration
	0.931
	2093.476
	45
	0.000

	Worklife Balance
	0.888
	2028.529
	45
	0.000

	Employee Training
	0.884
	2321.287
	36
	0.000


Source: Research Data (2023)
Reliability Test
To measure the internal consistency of items, the study used Cronbach’s Alpha which measured the six variables under study. Table 2 below revealed the test results and it was evident that all the six constructs had met the recommended reliability threshold of 0.7. Employee performance had a Cronbach’s Alpha coefficient of 0.893. This was followed by employee work life balance with a Cronbach’s Alpha value of 0.908. Thereafter, employee recruitment was next with a Cronbach’s Alpha value of 0.909. Employee remuneration had a Cronbach’s Alpha value of 0.923. The two variables with the highest scores were: employee training that recorded a Cronbach’s Alpha value of 0.944 followed closely by employee remuneration construct with a Cronbach’s Alpha value of 0.923.	Comment by Akpodiete Oro Micheal: Which recorded
[bookmark: _Toc147596137]Table 2: Reliability Results
	
	Cronbach's Alpha
	N of Items

	Employee Recruitment
	0.909
	8

	Employee Remuneration
	0.923
	10

	Worklife Balance
	0.908
	10

	Employee Training
	0.944
	15

	Employee commitment
	0.904
	5

	Employee Performance
	0.893
	7

	Average Score
	0.914
	


Source: Research Data (2023)
[bookmark: _Toc134263724][bookmark: _Toc134264288][bookmark: _Toc134264450][bookmark: _Toc147596092]Validity Test
The fact that the instrument had a Cronbach's Alpha value of 0.914 based on the average score on the reliability test demonstrated that it was appropriate for the current investigation.
Correlation results
[bookmark: _Hlk6762697][bookmark: _Hlk6762517][bookmark: _Hlk8211671]Results from the table 3 indicate that employee recruitment is positively related with employee performance (r = 0.670, p < 0.05). The higher the employee recruitment the higher the employee performance. The results also indicate that statement of employee Remuneration is positively related with employee performance (r = 0.646, p < 0.05). Consequently, the higher the employee remuneration, the higher the employee performance. Results further show that employee work balance is positively related with employee performance (r = 0.624, p < 0.05). Therefore, the higher the employee work balances, the higher the employee performance. Results indicate that the employee training is positively related to employee performance (r = 0.703, p < 0.05). Consequently, the higher employee training, the higher the employee performance. There was a strong and positive relationship between employee commitment and employee performance (r = .625**, p<0.05). Consequently, the higher employee commitment, the higher the employee performance.	Comment by Akpodiete Oro Micheal: table 3
Table 3: Correlation Results
	Variables
	
	EP
	ER
	SER
	WB
	ET
	COMM

	Employee Performance  (EP)
	
	1.0000
	
	
	
	
	

	Employee Recruitment (ER)
	
	0.670**
	1.0000 
	
	
	
	

	Statement of Employee Remuneration (SER)  
	
	0.646**
	0.711**
	1.0000 
	
	
	

	Work Balance  (WB)      
	
	0.624**
	0.702**
	0.567**
	1.0000 
	
	

	Employee Training  (ET)       
	
	0.703**
	0.697**
	0.690**
	0.611**
	1.0000 
	

	Employee Commitment (COMM)       
	
	0.625**
	0.702**
	0.598**
	0.638**
	0.665**
	1.000


Source: Research Data (2023)

Regression results
[bookmark: _Toc147596098]Testing Direct Hypothesis
Hypothesis 1 ( stated that employee recruitment has no significant effect on employee performance in Turkana County Government. The findings in Table 4 indicate that employee recruitment had a positive and significant impact on employee performance (: hence  is rejected and it is concluded that employee recruitment has significant influence on employee performance. Empirically, a unit increase in employee recruitment led to a 0.172 unit increase in employee performance. The findings are supported by empirical literature done by Sample & Janssen, (2017) who found a positive relationship. According to Sample & Janssen, (2017), the recruitment of new workers is an essential process that has a significant bearing on the composition of an organization's workforce and, ultimately, on employee performance. An efficient recruitment procedure can entice and choose talented individuals who already have the knowledge, abilities, and characteristics required for success in their professions.
Hypothesis 2 ( stated that employee remuneration has no significant effect on employee performance in Turkana County Government. The findings in Table 4 confirm that employee remuneration has a coefficient of the estimate, which was significant based on (; the null hypothesis) was rejected. It was concluded that employee remuneration had a positive and significant effect on employee performance. Further, a unit change in employee remuneration led to a 0.172 unit change in employee performance. DeVaro, (2019) reported similar findings and found that there is a significant positive relationship between employee compensation and staff performance. Practices of fair and competitive compensation contribute to the motivation and pleasure of employees in their jobs, as well as to the acquisition and retention of talent. Systems of remuneration that are contingent on performance have the potential to significantly boost productivity and performance outcomes. Organizations have the ability to cultivate a pleasant work environment and encourage higher levels of employee engagement, commitment, and performance by making certain that employees are sufficiently rewarded for the contributions they make and ensuring that they receive adequate compensation for those accomplishments. It is essential for businesses that want to maximize the potential of their staff to put effective pay policies into action in order to recruit and keep the best employees.
Hypothesis 3 ( stated that work balance has no significant effect on employee performance in Turkana County Government. The regression results in Table 4 illustrate that work balance positively and significantly impacted employee performance (; thus the null hypothesis) was rejected. The results indicated that a one unit increase in work balance caused a 0.196 unit increase in employee performance. These findings are supported by previous studies who found that work balance had a positive significant effect on employee performance. Fritz & Spreitzer, 2020; Kossek & Lautsch, (2018) reported that it is important for organization to maintain a healthy balance between one's professional and personal responsibilities. This is because it improves things like job happiness and engagement, as well as productivity and creativity. Employees who are able to properly manage their work and personal lives experience higher levels of well-being, which ultimately leads to improved performance outcomes. Employers who foster a work-life balance for their employees by providing a range of flexible employment options, enacting family-friendly policies, and cultivating a company culture that places a high value on the integration of work and family responsibilities are more likely to see increased levels of employee productivity and retention, as well as overall organizational success.
Hypothesis 4 ( stated that employee training has no significant effect on employee performance in Turkana County Government. As illustrated in table 4, the regression output shows that employee training had coefficient of estimate, which was significant basing on (p-value<0.05), which is less than 5 percent level of significance. Therefore, the null hypothesis was rejected. It was concluded that employee training had a positive significant effect on employee performance. The findings agree with previous the training that individual may significantly influence study done by Smith, (2022) that reported that the performance of an employee receives. When workers are provided with the appropriate chances for training and development, it improves their skills, knowledge, and abilities. As a result, they are able to carry out the duties associated with their jobs in a manner that is both more effective and more efficient.
[bookmark: _Toc147596140]Table 4: Direct Hypothesis Results
	[bookmark: _Hlk165543976]Regression results for the direct effects

	
	Unstandardized Coefficients
	  Standardized     Coefficients
	

   t
	

     Sig.

	
	  Β
	      Std. Error
	            Beta
	
	

	
	(Constant)
	0.175
	0.030
	
	5.901
	0.000

	
	Predictor Variables
	
	
	
	
	

	
	Employee Recruitment
	0.155
	0.045
	0.180
	3.449
	0.001

	
	Employee Remuneration
	0.149
	0.053
	0.164
	2.807
	0.005

	
	Work Balance
	0.166
	0.041
	0.196
	4.001
	0.000

	
	Employee Training
	0.302
	0.046
	0.346
	6.629
	0.000

	
	Model Summary
	
	
	
	
	

	
	R
	     .769
	
	
	
	

	
	R Square
	     .591
	
	
	
	

	
	Adjusted R Square
	     .586
	
	
	
	

	
	Std. Error of estimate
	     .07995
	
	
	
	

	a. Dependent Variable: Employee Performance


[bookmark: _Toc147596100]Source: Research Data (2023)
Results of the mediating effect
 ( Employee commitment does not significantly mediate the relationship between employee recruitment and employee performance in Turkana County Government.
The study assessed the mediating role of Employee commitment on the relationship between employee recruitment and employee performance in Turkana County Government. The results in table 5 revealed a significant indirect effect of impact of employee recruitment on employee performance (= 0.1951, p-value 0.000 < 0.05), rejecting the null hypothesis. Furthermore, the direct effect of employee commitment on employee performance in presence of the mediator was also found significant (= 0.4144, p-value < 0.05), Hence, employee commitment partially mediated the relationship between employee recruitment and employee performance in Turkana County government.
( Employee commitment does not significantly mediate the relationship between employee training and employee performance in Turkana County Government.
The results in table 5 showed a significant indirect effect of impact of employee training on employee performance (= 0.1639, p-value < 0.05), rejecting the null hypothesis. Furthermore, the direct effect of employee training on employee performance in presence of the mediator was also found significant (= 0.4508, p-value 0.000< 0.05), Hence, employee commitment partially mediated the relationship between employee training and employee performance in Turkana County government.
( Employee commitment does not significantly mediate the relationship between employee remuneration and employee performance in Turkana County Government.
The results in table 5 showed a significant indirect effect of impact of employee remuneration on employee performance (= 0.1924, p-value < 0.05), rejecting the null hypothesis. Furthermore, the direct effect of employee remuneration on employee performance in presence of the mediator was also found significant (= 0.3659, p-value 0.000< 0.05), Hence, employee remuneration partially mediated the relationship between employee training and employee performance in Turkana County government.
( Employee commitment does not significantly mediate the relationship between employee work balance and employee performance in Turkana County Government.
The results in table 5 showed a significant indirect effect of impact of employee work balance on employee performance (= 0.2067, p-value 0.000 < 0.05), rejecting the null hypothesis. Furthermore, the direct effect of employee work balance on employee performance in presence of the mediator was also found significant (= 0.3208, p-value < 0.05), Hence, employee work balance partially mediated the relationship between employee training and employee performance in Turkana County government.
[bookmark: _Toc147596141]Table 5: Results of the Mediating Effect
	
	Relationship
	Total Effect
	Direct Effect
	Indirect Effect
	Confidence Interval
	t-statistics
	Conclusion

	
	
	
	
	
	Lower Bound
	Upper Bound
	
	

	
	Recruitment-> Commitment->Performance
	0 .6093
(0.0000)
	0 .4144
(0.0000)
	0 .1951
(0.0000)
	0.0914
	0.3140
	5.8048
	Partial Mediation

	
	Training-> Commitment->Performance
	0 .6147
(0.0000)
	0 .4508
(0.0000)
	0 .1639
(0.0000)
	0.0820
	0.2596
	5.8882
	Partial Mediation

	
	Remuneration-> Commitment->Performance
	0 .5581
(0.0000)
	0 .3657
(0.0000)
	0 .1924
(0.0000)
	0.1109
	0.2825
	8.0486
	Partial Mediation

	
	Work-Balance> Commitment->Performance
	0 .5275
(0.0000)
	0.3208
(0.0000)
	0 .2067
(0.0000)
	0.1149
	0.3046
	7.7280
	Partial Mediation


Source: Research Data (2023)
Conclusions 
There are important managerial implications stemming from the practices of human resource management that affect employee performance. Organizations are able to create an atmosphere that is conducive to high levels of performance by adopting strategic approaches to areas such as recruitment and recruitment, training and development, performance management, work-life balance, employee empowerment, employee engagement, and leadership support. Improved levels of employee satisfaction, motivation, and engagement translate into higher levels of productivity at both the individual and organizational level when effective human resource practices are put into place. It is imperative that managers play a significant part in the process of implementing and cultivating these practices, which highlights the significance of strategic human resource management in ensuring the success of an organization.
For a company to successfully attract and hire the right personnel, having effective recruiting and recruitment policies is vital. The formulation of policies ought to center on the task of locating employees who come equipped with the competencies, credentials, and qualities essential to flourish in their respective professions. Organizations are able to guarantee that they will have competent employees who are capable of achieving high levels of performance if they execute recruitment and recruitment processes that are fair and objective.
The regulations governing performance management serve as guidelines for assessing and managing the performance of staff members. These policies must include essential elements such as explicit performance expectations, procedures for goal-setting and consistent feedback on progress. The establishment of performance management systems within organizations should prioritize openness, equity, and responsibility in their operations. These kinds of regulations make it possible for managers to accurately assess the performance of their employees, locate areas in which they may develop, and offer the appropriate help and direction. 
When companies make investments in the professional growth of their staff, they are able to strengthen their employees' competencies, which in turn lead to better levels of performance and job satisfaction. Policies on compensation and awards play an essential part in both inspiring and acknowledging the success of employees. It is imperative that organizations put in place compensation systems that are equitable, competitive, and in line with the standards of their respective industries. 
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