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ABSTRACT

As all organization works toward their objective, which is productivity, this study analyzes
the role of human resource management practice on organizational performance in Addis
hiwot hospital. The population in this study is all Addis hiwot hospital employees with
different levels. The study used purposive sampling to select 160 officers from 318 staff
working at Addis hiwot hospital 9 Specialized Doctors, 121 Degree holder employees and
30 Diploma holder employees at last the rest under are selected purposively as respondent.
Primary data collection methods were used from different materials and the questionnaires
were closed ended, collected were carefully edited, coded, encoded using spread sheet and
analyzed by using SPSS The data analysis is conducted through descriptive and multiple
regression analysis, The findings of analysis show that there is positive or significant
relationship between dependent variable and independent variable which is a higher level
of recruitment and selection process, an attractive performance-based compensation and a
better human resource development result in an effective productivity of organization.
Based on the finding the researcher recommend that organizations should work on
producing competent staff to handle any activities in a proper way aiming towards

improved organizational performance by focusing on human resource management.

Xi



CHAPTER ONE

Introduction

In this chapter the background of the study, statement of the problem that necessitates this research
to be undertaken, general and specific objectives, basic research questions, scope of the study, and

definition of terms and finally the significance of the study will be discussed.
1.1. Background of the study

According to (Lado/Wilson 1995) in recent years, scholars have dedicated much attention and
energy towards demonstrating a linkage between human resource management and firm
performance. Effective HRM can help an organization achieve a competitive advantage and so
improve its performance. The effectiveness of HRM depends on the quality of HR practices, as
well as the success of HRM implementation as (Huselid/Jackson/Schuler 1997) suggested
However, even if HR practices were believed to be effective, the HRM system might still not be
effective because employees do not know how to implement HR practices successfully on the
work floor. Therefore, we need to study the challenges that employees face when implementing

HRM processes, as these can influence the effectiveness of the whole HRM system.

Every organization is comprised of people acquiring their services, developing their skills,
motivating them to high levels of performance, and ensuring that they continue to maintain their
commitment to the organization are essential to achieving organization objectives. This is true
regardless of the type of organization Government, business, education, health, recreation or social
action. Getting and keeping good people is critical to the success of every organization.

Addis Hiwot Hospital is located in Addis Ababa, Bole Sub city. It was established in 2000AD, by
three Ethiopians doctors. The shareholders are highly reputed physicians with the experience curve
in the field. They have been practicing medicine for over 30 years with different specialty namely;
internal medicine, general and pediatrics surgery, Obstetrics and gynecology. The hospital started
its service with 10 beds capacity but currently it is expanding its service from time to time. Right
now the hospital has 90 inpatient beds. This is the product of successful management of the owners

and the management team which has made the hospital reputable and profitable. In addition the



company has assigned best fit and well experienced professionals responsible for finance and
administration. This also adds value to the owners’ technical competence in the field.

The hospital has well trained and qualified doctors, nurses, Operation theatre staff, laboratory
technologists, radiographers, pharmacists, supportive staffs, administrative and finance in general
316 employees who are skillful and dedicated for patient care. These professionals provide
24hours service in three shifts. There are sub-specialists on call who come and provide service
when their special skill and knowledge is needed. Today it has become one of the most preferred

hospitals by patients and families in Addis Ababa by enlarge in Ethiopia.

1.2 Statement of the problem

HRM has made significant inroads into the corporate world. It is common to see large
organizations in the world set up a whole department for the sole purpose of managing human
resources and hire experts in the field to be in charge of HRM. The enormous benefits of properly
managing human resource cannot be over emphasized.

However, the majority of the companies in Africa specifically hospitals are yet to catch the HRM
fear. Inappropriate HRM policies and practices of some of these sectors can be attributed to the
Non-existence of HRM specialists or HRM departments. Research has established significantly a
positive relationship between an organization’s HRM practices and performance. Most of these
sectors do not realize the impact of properly managing its human resource and therefore leave
policies in the hands of line managers and board of directors who are non-HRM experts to
implement or enforce strategies, policies, processes, programs and practices. The value of properly
managing human resources is lost to the hospital sectors.

Human Resource Management is extremely important for hospitals especially because health
sector is a service industry. Management of people and satisfying employees are two key
challenges facing hospitals. How you manage the people and how it satisfy them determines the
success in the business.

According to Stefane (2006) Proper management of human resources is critical in providing a high
quality of health care. A refocus on human resources management in health care are needed to
develop new policies in order to be effective. Effective human resources management strategies

are greatly needed to achieve better outcomes from and access to health care around the world.



HRM has main role in determining the role of success in most business and satisfaction of
employees and it is about time health sector saw the role and impact of HRM on performance and
worked towards properly managing their manpower. Also mainly the health sectors HR has not
been an issue since its main focused on the service delivery but the employees specially service
deliverance health sector workers must be focused, It is in the face of this existing state that the
researcher wishes to establish the effect of HRM on organizational performance and how hospitals

can, through appropriate HRM practices improve performance.
1.3 Objectives of the study
1.3.1 General objectives

The general objective of this study is to evaluate the role of HRM practice on organizational

performance.
1.3.2 Specific Objectives

1. To examine the role of recruitment and selection practices on organizational performance of
Addis Hiwot Hospital.
2. To evaluate the performance-based compensation practices on organizational performance of
Addis Hiwot Hospital.
3. To assess the effect of human resources Development on the organizational performance of
Addis Hiwot Hospital.

1.4 Research question

Main question

What is the role of human resource management practice on the organizational performance in
the case of Addis Hiwot hospital?

Specific questions

1. To what extent do the recruitment and selection practices on organizational performance of

Addis Hiwot Hospital influence?



2. What is the level of performance-based compensation practices on organizational performance
of Addis Hiwot Hospital?

3. What does the effect of human resources development on the organizational performance of
Addis Hiwot Hospital?

1.5 Scope of the study

The scope of this study cover the effect of Human Resource Management Practice on Organization
Performance the case of Addis Hiwot Hospital. This research work would be restricted to the HRM
practice of addis hiwot hospital. Which would enable the researchers to generalize and affirm how
HRM has impact on the organizational performance, also to identify the geographical, theoretical,
and methodological scopes,

Geographical

For the purposes of this study, the research take place in Addis Ababa, where Addis hiwot hospital
is located

Theoretical

Different theoretical ideas and definitions addressed on the general topic of human resource
management also focuses on variables that the hospital mainly focuses on implimenting
Methodological

The study used quantitative research approach and both primary and secondary data. Survey
research method is through collecting data by employing structured questionnaire in order to get
collect the information.

1.6 Significance of the study

The researcher believes that the outcome of this study will have multi-dimensional significance.
The study is helpful to the hospital management in determining the level of recruitment and
selection process. As the health industry is becoming one of the highly competitive businesses
locally and calls for respective HR department to adopt properly formulated human resource

strategies for a better organizational performance.

To health organizations, this study finding is going to be of great importance to take steps to retain
their workforce. Through HR expertise the companies will be better positioned to judge their



performance and make improvements where to boost their market performance and overall ranking
in the industry, and also it helps them to know how to develop their organizational performance in
order to grow compared to others. This could be through an increase emphasis on training and
engagement programs investing in areas that will optimize expenditure, such as integrated

technology system.

To those who have scholarly interested in the industry and overall sector, this study provide a

source of reference, literature review and basis upon which further studies can be developed.
1.7 Limitation of the Study

The study conducted on Addis hiwot hospital at Addis Ababa may or may not yield results
representative of all Hospitals around the country. The sample for this study is collected only from
Addis hiwot hospital that are found in Addis Ababa and generality of the results may not be

reserved.

Samples from the entire company might not truly representative (if the relation with the
management is not good). And respondents might not be knowledgeable for some of the questions

in the questionnaire and may just give a random response just for the sake of responding.

Moreover, the occurrences pandemic disease covid-19 and its limitation of movement which cause

inconveniences to get information.

Thus, any conclusions of the study emanating from the research finding needs to be interpreted

with some caveat due to the limitations of the study.
1.8 Organization of the study

The study is organized in to five chapters. The first chapter introduces the background of the
study, statement of problem, the research objectives, research questions Besides, it encompass
significance and limitation of the study and scope of the study. The second chapter presents both
theoretical and empirical review of the related literatures. The third chapter deal with methodology
of the study. The fourth chapter mainly concerned with the analysis of data collected. The last
chapter present the conclusion and the recommendation drawn from findings of the data in addition

with implications and recommendation for further research.



1.9 Definition of terms

Human Resource Management: According to Byars and Rue(2006) Human resource
management includes those activities designed to provide for and coordinate the human resources
of an organization Human resource functions refer to those tasks and duties performed in

organizations to provide manage human resources.

Organizational performance- According to Louise James (2012) organization performance
relates to how successfully an organized group of people with a particular purpose perform a
function. Essentially, this is what we are speaking about when we refer to organizational
performance and achievement of successful outcomes also organizational performance is when all
the parts of an organization work together which are Strategic objective, Organizational structure,
Business performance measures, Allocation of resources and processes, Values, culture and
guiding principles, Reward structures to achieve great results with results being measured in terms

of the value we deliver to customers.

Compensation- John Dunlop (1958) has explained the concept of compensation / wages from
three standpoints: a. wages determined the standard and volume of services of employees of
market. B. Compensation influences distribution of employment of industries, firms and
professional organizations by impact on cost and ¢c. Compensation has performed some important
activities like supply of active media through which technological facilities have been scattered

through the economy.

Employment security- According to Adebayo and Lucky (2012) it is the assurance from the
company or organization that their employees will remain with them for a reasonable period of

time without being wrongly dismissed



CHAPTER TWO

REVIEW OF THEORETICAL LITIRATURE

The review of related literatures in the area of human resource management practice and
organization performance, theoretical review will be presented first after defining human resource
management and the variables of the HRM practice compensation and job security and also it
discuss organizational performance, empirical review is discussed by elaborating previous
researchers findings of related studies, based on the conceptual frame work developed and

mentioned.

2.1 The Concept of Human Resource Management (HRM)

Dr.S.Ganesan (2004) described HRM as the process of managing people of an organization with
a human approach. Human resources approach to man power enables the manager to view the
people as an important resource. Organization can utilize the work force not only for the benefits
of the organization but for the growth, development and self-satisfaction of the concerned people
through the approach. Thus, HRM is a system that focuses on human resources development on
one hand and effective management of people on the other hand so that people will enjoy human
dignity in their employment.

Human resource has a paramount importance in the success of any organization because most of
the problems in organizational setting are human and social rather than physical, technical or
economical failure. In the words, “No industry can be rendered efficient so long as the basic fact
remains unrecognized that it is principally human. (Jan. 2009), Human Resources Management is
concerned with the “people” dimension in management. Since every organization is made up of
people acquiring their services, developing their skills, motivating them to high level of
performance and ensuring that they continue to maintain their commitment to the organization are

essential to achieve organizational objectives.

This is true regardless of the type of organization, government, business, education, health,
recreation or social action. Getting and keeping good people is critical to the success of every
organization, whether profit or non-profit, public or private.



2.2 . Nature of Human Resource Management

HRM practices refer to organizational activities directed at managing the pool of human resources
and ensuring that the resources employed towards the fulfilment of organizational goals according
to (Schuler & Jackson, 1987; Schuler & MacMillan, 1984; Wright & Snell, 1991). It was observed
that majority of studies define HRM in terms of human resource practices or systems or bundles
of practices. Divergent views exist on the nature of HRM. According to (Batt, 2002) in terms of
his studies, he defined HRM nature in terms of individual practices or systems or bundles of
practices. In addition, there appears to be no one fixed list of generally applicable HR practices or

systems of practices that define human resource management,

According to (Legge, 1995) Human resource management as a concept has frequently been
described with two distinct forms; soft and hard. The soft model whilst stressing the importance
of integrating HR policies with business objectives; emphasizes on treating employees as valued
assets and a source of competitive advantage through their commitment, adaptability and high-
quality skill and performance. Employees are proactive than passive inputs into productive
processes, capable of development, worthy of trust and collaboration which is achieved through

participation.

Moreover, consistent HRM affects the social forces in an organization. If the activities of the
organization are consistent, it is easier to mound individual expectations. In turn, employees will
adapt their behavior. Furthermore, there is the influence of consistent HRM on recruitment and
selection. Consistent hiring policies can better ensure that employees are working at the right place,
which is where they will perform best. Furthermore, in order to work cost efficiently, it is important
that employees clearly understand the contents of the positions they are being hired for. Moreover,
if employees do what matches their skills best, it is likely that they will enjoy their work, which
may positively affect turnover (Lambert, Lynne Hogan, & Barton, 2001; Mynatt, Omundson,
Schroeder, & Stevens, 1997).

Summarizing: the internal fit ensures homogeneity among HRM practices. If the various HRM
practices are aligned, all employees know what is expected of them, and they will have uniform
expectations concerning their jobs and behavior. Desired behavior of employees is consistently

rewarded and supported by the consistent HRM-practices and undesired behavior is consistently



discouraged. Because employees are treated equally and fairly, they will feel justly treated and this
may encourage them to cooperate more with the HRM and performance organization. Employees

compare their rewards with the rewards of relevant others (Bloom & Michel, 2002).

2.2.1. Compensation

According to Patnaik (2012) Compensation is a systematic approach to providing monetary value
to employees in exchange for work performed. Compensation may achieve several purposes
assisting in recruitment, job performance, and job satisfaction. An ideal compensation
management system will help employees to significantly boost their performance and create a
more engaged workforce that’s willing to go to the extra mile for your organization. Such a system
should be well —defined and uniform and should apply to all levels of the organization as a general
system. Also it is enjoyable to clearer visibility into individual employee performance when it
comes time to make critical compensation planning decisions. These performance appraisals assist
in determining compensation and benefits, but they are also instrumental in identifying ways to
help individuals improve their current positions and prepare for future opportunities. Human
resource is the most vital resource for any organization. It is responsible for each and every
decision taken, each and every work done and each and every result. Employees should be
managed properly and motivated by providing best remuneration and compensation as per the
industry standards. The lucrative compensation will also serve the need for attracting and retaining

the best employees.

A compensation system based on excellence results in increased employee performance (Delaney &
Huselid, 1996) in the same way that a profit sharing system increases productivity and contributes to

improved performance by, among other things, decreasing absenteeism (Kaufman,1992).

2.2.2. Employment (Job) Security

According to Geoffrey James, job security has a significant effect on the overall
performance of the team as well as on the organization's performance (James 2012) He
noted that organizational with workers with low job security led people to lose faith in their
future, which consequently affect performance. He confirmed that the more an employee



enjoys a high job security the more he is likely to clearly perform his task, which is
reflected in the overall performance of the organization. In the hospital sector the presence
of job security will allow the employees be more productive and will allow employee
satisfaction Based on this, it can be argued that organizations should find a way of
balancing between employee job security and the organizational performance as employee
job security is a key determinant of organizational performance especially in the

international environment.

2.2.3. Training

Training is an action of teaching a person, a particular skill or type of behavior. Training
refers to the methods used to give new or present employees the skills, knowledge,
behaviors and other abilities they need to perform their jobs (Amin, Ismail, 2014). Training
is improving the one's capability, capacity, productivity, and performance. Training is
intended to modify individual's skills or attitudes (Harold, Fedor, 2003). Training is
positively associated with the job satisfaction, and job satisfaction is positively associated
with the organizational performance (Jones, Jones, Latreille, & Sloane, 2009).
Complexities of tasks are increasing so there is the need to learn modern skills (Amin,
Ismail, Selemani, 2014). In addition training is a major part of human resource development

and it is discussed under HRD section.

2.2.4. Performance Appraisal

Performance appraisal is the process to access the individual performance and productivity.
It means how well he or she is performing on the job and establishing the plan for
improvement (Amin, Ismail, 2014). Performance appraisals are employed to determine who
needs what training, and who will be promoted, demoted, retained, or fired. When people
perceive an imbalance in their outcome-input ratios relative to others tension is created
(Ramlall, 2004). If it is not present in an organization, it caused many problems like low
morale, decreased employee productivity and low enthusiasm to support the organization,

and it declines the organizational performance (Amin, Ismail, Selemani, 2014).

10



2.2.5. Employee Participation

Employee participation is the process in which employees are involved in decision-making
processes, rather than simply acting on orders. Employee participation is part of a process
of empowerment in the workplace (Wegner, 1994). Employee Participation is defined as a
process in which influences are shared among individuals who are otherwise hierarchically
unequal (Syed, Yan, 2012). Employees participation known as the employee involvement
in decision making, persuade the involvement of stakeholders at all levels of an
organization in the examination of problems, development of strategies and
implementations of solution (Helum. Armstrong, Graham, 2006). Participation of
employee can satisfy the employee's needs and the employee involvement boost the job

satisfaction, so it shows the positive association between them (Syed, Yan, 2012).

2.4. Human Resource Development

Term Human resource development is combining to some HRM functions, so it is a relatively
modern term as the best means to prepare staff and organization based on activities (organizational
development, career development, and training and development. Thus, human recourse
development is a part of HRM and it is the important strategies of the company due to playing role
in improving employees' behaviors, and general performance to individuals and organization. In
fact, Human recourse development activities are interrelated activities significantly (Bratton &
Gold, 1999).

Nowadays, many authors used term Human resource development (HRD) to indicate training and
development, career development, and organization development as an organization's investment in the
learning of its people as part of an HRM approach (Bratton & Gold, 1999; Swanson & Holton, 2001;
Vinesh, 2014). HRD is based on the beliefs that organizations are human-made entities that rely on human
expertise in order to establish and achieve their goals and that HRD professionals are advocates of

individual and group, work processes and organizational integrity (Hassan,2007).
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2.5. Organizational performance

According to Richard et al (2009) organizational performance encompasses three specific areas of
firm outcomes; financial performance (profits, return on assets, return on investment, etc), product
market performance (sales, market share, etc), and shareholder return (total shareholder return,

economic value added, etc.).

The concept of performance has gained increasing attention in recent decades, being pervasive in
almost all spheres of the human activity. Performance is a subjective perception of reality, which
explains the multitude of critical reflections on the concept and its measuring instruments. The
multitude of studies at international level in the field of performance is also due to the financial
crisis that swept the economy globally, which has led to a continuing need of improvement in the

area of performance of entities.

The concept of company performance is often used in the scholarly literature, but it is only rarely
defined. Due to the large number of concepts employed in defining performance, it is more and
more discussed the existence of a confusion of this concept. Thus, organizational performance is
confounded with notions such as: productivity, efficiency, effectiveness, economy, earning
capacity, profitability, competitiveness etc. For this reason it is increasingly insisted on a clear and
unambiguous definition of the concept of performance. The term performance emerged in the mid-

nineteenth century and was first used in defining the results to a sporting contest.

In the twentieth century, the concept has evolved and developed a series of definitions that were
meant to encompass the widest sense of what is perceived through performance. Currently, there
is no performance independent to targeted objectives. Reaching the objectives translates with
achieving the performance. Since the objectives of an organization cannot be defined precisely and
are more and more numerous, the performance is more and more difficult to define, as it is a

relative measure.

Didier Noy¢ (2002) believes that the performance consists in "achieving the goals that were given
to you in convergence of enterprise orientations”. In his opinion, performance is not a mere finding
of an outcome, but rather it is the result of a comparison between the outcome and the objective.

Unlike other authors, Didier Noyé considers that this concept is actually a comparison of the
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outcome and the objective. The author’s definition is far from clear, as both outcomes and
objectives vary, most often, from one field of activity to another. Author Michel Lebas (1995)
characterizes the performance as future-oriented, designed to reflect particularities of each
organization / individual and is based on a causal model linking components and products. He
defines a "successful” business as one that will achieve the goals set by the management coalition,
not necessarily one that achieved them. Thus, performance is dependent as much of capability and
future. Unlike other authors, Michel Lebas noted the difference between "a performance”,
"performance” and "being performant”. "A performance” is subject generally to a measured result,
higher than that provided for or arising from the previous results. "A performance” thus indicates
always a positive connotation. "Performance” can be both positive and negative and relates to past

results.

2.6. Empirical Literature Review

A number of literature have been discussed above regarding human resource management and
organizational performance in terms of recruitment and selection, performance-based
compensation and human resource development. Even though there is a lot of studies are
conducted on human resource management, specifically there is limitation of researches related to
role of human resource management on organizational performance. Below the researcher tries to

see related researches.

Desalegn (2017), tried to assess the effect, the relationship and the extent between human resource
management practice and organizational performance by conducting it using all five dimension of
human resource management practices planning, recruitment and selection, training and
development, performance appraisal and reward. The Case Study conducted in Ethiopia. The
findings of the study were that in Ethiopian Orthodox Tewahdo Church the human resource

management practice influence organizational performance moderately.

In addition Mesfin (2019), from Ethiopia studied the effect of human resource practice on
organizational performance. With the objective human resource planning, training and
development performance management, promotional management and compensation

management. the findings shows that there were a positive relationship between human resource
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management practice of Commercial Bank of Ethiopia and its organizational performance except
promotional practice has no significant effect. The study result shows that the study organization
currently has a weak human resource management practice that directly affect organizational
performance. The study finally recommended that the bank should revise its human resource

management practice for a competitive and advanced service and performance.
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2.6. Conceptual Frame Work

Figure 2.1. Conceptual Frame Work

HUMAN RESOURSE MANAGEMENT
PRACXFICES

Performance based
Compensations

Recruitment and
Selection Process

Organizational performance

e Quality service
e Employee satisfaction

HRD

e (Career

e organizational

Source: Developed by the researcher, 2020
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CHAPTER THREE

Research Design and Methodology

3.1 Introduction

The researcher used both quantitative and qualitative research approaches. The former involves
the generation of data in quantitative form which can be subjected to rigorous quantitative analysis
in a formal and rigid fashion. Qualitative approach to research is concerned with subjective
assessment of attitudes, opinions and behavior. Research in such a situation is a function of
researcher’s insights and impressions (Kothari, 2007). In order to capture the best of both

approaches mixed approach is used by researcher.

In addition, descriptive and explanatory research approach has been used to describe and explain
the paper in more accurate and precise way. According to Mugenda, &Mugenda (2003) a
descriptive survey is an attempt to collect data from members of a population in order to determine
the current status of that population with respect to the stated variables. According to Gay (1990)
explanatory research involves collecting data in order to test hypothesis related to the role of
human resource management in the organization and its effect in organizational productivity. It
is economical and convenient for the study of this nature. Yin (1993) stated that explanatory

research explains causal relationship between cause and effect of a phenomenon.

3.2 Data Type and Sources

The researcher used both primary and secondary data sources. Primary source are used for
firsthand information to achieve the objectives of the research and they are mainly collected
through questionnaires and personal observation. Primary data are originated by a researcher for

the specific purpose of addressing the problem at hand (Malhotra and Birks, 2006).

Questioner is distributed to selected employees of Addis hiwot hospital. The secondary data used
in this study include key human resource publications, academic articles, website publications, and

journals.
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3.3 Method of Data Collection

To collect primary data the researcher used questionnaire methods by taking the financial,
resources, available time and the desired degree of accuracy in to consideration. In order to collect
qualitative data concerning human resource management a structure question is employed to Addis

hiwot hospital employees and top managers.

The secondary data were collected from key human resource management publications, academic

articles, website publications, annual reports, and different relevant journals.

3.4 Population and Sample Design

3.4.1 Target Population

Target population refers to the larger population to which the researcher ultimately would like to
generalize the results of the study (Mugenda and Mugenda, 2003). It is thus the entire group of

individuals, events or objects having common observable characteristics.

From Addis hiwot hospital, the entire population means 318 staff the organization has direct
connection to human resource management departments. There are 9 specialized medical doctors,
132 degree holders and 177 diploma holder and under which is sum up to 318 employees and it it

the total population of this research.

3.4.2 Sampling Frame

In preparing sampling frame, if source list is not available, researcher has to prepare it. Such a list
should be comprehensive, correct, reliable and appropriate. It is extremely important for the source
list to be as representative of the population as possible (C.R Kothari, 2004).

As mentioned above in the section of target population the sample frame were the list of all

employees in Addis hiwot hospital is included in the sampling frame of this study.
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3.4.4 Sampling Techniques

According to Saunders (2007) sampling techniques provide a range of methods that enable a
researcher to reduce the amount of data you need to collect by considering only data from a
subgroup rather than all possible cases or elements. The study will use both probability and non-
probability sampling techniques. From non-probability sampling the study will use purposive
sampling. From probability sampling the study will use simple random sampling, where subjects
are selected in such a way that the existing subgroups in the population are more or less reproduced
in the sample (Mugenda and Mugenda, 2003).

For this study, the researcher used simple random sampling method to questionnaires and to obtain

a representative sample.

In addition, from the list of 318 employees of Addis hiwot hospital 160 employees 9 Specialized
Doctors, 121 Degree holders and 30 diploma and under are selected purposively to complete the

questionnaire and get better information.

3.5 Sample Size Determination

Sample size is the framework, or road map, that serves as the basis for the selection of a sample of
the given area. Determining sample size varies for various types of research designs and there are
several approaches in practice. As general rule, one can say that the sample must be of an optimum
size that mean, it should neither excessively large nor too small (Kothari, 2004).

From target population in Addis hiwot hospital 5 human resource and management officers
purposively selected. While the remaining target populations of this study were, the staff who are

working at Addis hiwot hospital in different positions and are selected by simple random sampling.

According to Patrick, B. (2003) the researcher will take sampling technique by determining the
sample proportion success and not success based on the experience from previous survey research
response rate. Patrick, B. (2003) referring Babie (1979), the return or success rate 50% is
‘adequate’; 60% response rate is ‘good’ and 70% rate or higher is ‘very good’. For this study, the
response rate is 70%, the non-response is 30% and while, and sample size was determined at 95%

confidence level.
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Based on the above condition, to determine the sample size of Addis hiwot Hospital the following

formula (Kothari, 2004) was use:

Sample size is calculated based on below formula (Kothari, 2004);

zz-p-q-_-\"

n=

T (N-1)+22-p-g
Where,

p = proportion of success = 70%

g = proportion of fail = 30%

n = sample size,

z = confidence level = 1.96

e = standard error = 5%

N= total population = 318

~ 1.962(0.70)(0.3) * 318
~ 0.052(318 — 1) + 1.962 « (0.70)(0.3)

n

=160

In general, for making sample size accurate and to represent the population only155 Addis hiwot
hospital staffs and purposively 5 selected from human resource and management staff of Addis

hiwot hospital, which sum up to 160 Addis hiwot hospital staff, were selected.

3.6 Data Analysis and Data Presentation

According to Kombo and Tromp (2011), the data analysis procedure includes the process of
packaging the collected information putting in order and structuring its main components in a way

that the findings can be communicated easily and effectively. The research is done using both
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qualitative and quantitative research approach. The data collected were checked for reliability and
verification, editing, cleaning, coding, recoding and tabulation were carried out. Descriptive and
inferential statistics are used to describe the data collected in a research study to characterize
accurately the variables and to summarize a study sample. Descriptive data are presented in the
form of tables, graphs and percentages with description. Quantitative analyses are done with the
use a tool called Statistic Package for Social Sciences (SPSS) version 22 to gate all correct detailed

outcomes.

The major part of the analysis was done based on the descriptive statistics, correlation and multiple
regression analysis for quantitative data to examine the study to indicate the role of human resource

management practice on the organizational performance in the case of Addis hiwot hospital.

Descriptive statistics is used to determine frequencies, means and measure of distributional shape
(i.e., skewness). The collected data is analyzed and presented by using data presentation tools:

tables, pie chart, and histogram along with sufficient interpretations.

Regression analysis was carried out to further understand the relationship between the variables.
In addition variables were regressed using a model and all coefficients interpreted. The model took
this formula (Ho, 2006):

Y =Po+ Xy + PaXot Pakz + e

Where: Y = Dependent Variable (organizational performance)

Independent variables (y1 is recruitment and selection practices, y2 is compensation
practices, 3 human resources development)

Bo = the constant
Bi= the regression coefficient or change included in Y by each y: i=1,2,3

€ = error term

3.7 Reliability and Validity

Reliability and Validity are important concepts in research as they are used for enhancing the

accuracy of the assessment and evaluation of a research work (Tavakol and Dennick, 2011). They
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have different meanings under the different types of research i.e. quantitative and qualitative
research (Creswell, 2014).

Statistical validity also used to measure the validity of the research though use of correct statistical
procedure and instruments (Neuman, 2007). To insure the statistical validity of the study, the
researcher has collected quantitative data using survey questioner commented by adviser that it is
truly measuring the concept that intended to measure and analyze the data using correct statistical
instruments like descriptive statistics, inferential statistics, correlation and regression analysis after
testing for the fulfilment of needed assumptions.

Oppenheim(1992), argues that for a questionnaire to produce useful results, it must have validity
and reliability. If the questionnaire can actually test what it is intended for, it refers to validity,
whereas, reliability measures the relevance. To test the reliability of the questionnaire, a pretest
should be carried out. Depending on this fact, the researcher has administered the questionnaire
to the selected respondent for a pilot survey, then after entering the data on the prepared form on

SPSS, reliability was checked and the questionnaire is adjusted.

The value of r (reliability) should be greater than 6 (Nunally,1978). In addition William and Barry
(2010) scales exhibiting a coefficient alpha between 0.80 and 0.96 are considered to have very
good reliability, between 0.70 and 0.80 are considered to have good reliability, and alpha value
between 0.60 and 0.70 indicates fair reliability and when the coefficient alpha is below 0.60, the
scale has poor reliability. Accordingly, Alpha values of the survey indicate good reliability since
most of the alpha value is more than 7 and the result are presented in Table 3.1.

Table 3.1Cronbach Alpha value

1. Organizational Performance 0.82 12
2. Recruitment and selection | 0.73 5
practices
3. Compensation Practices 0.80 6
4 Human Resources Development 0.74 8

Source: Survey Result (2020)
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CHAPTER FOUR

Data Presentation and Analysis

This chapter will present the results of the data analysis carried out in the study. The demographic
composition of the study samples is discussed along with. Subsequently, the descriptive statistics
test results for the study’s measurement is discussed. Finally, the structural model and the
hypothesized relationships between the independent and dependent variables are presented and

discussed using SPSS 22.0 software.

4.1 Demographic characteristics of the sample
This section discusses Gender, Age and the education level of the respondents in Addis hiwot

hospital.

4.1.1Gender distribution of the Respondents

Total of 160 respondents participated in the data collection. Out of the total 160 respondents 56
were found to be Male and the remaining 104 were found to be females. Which accounts to 35%
and 65% respectively. This shows majority of Addis hiwot hospital employees are Female.

Figure 4.1.1: Gender distribution of the Respondents

Gender Distribution
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0 20 40 60 80 100 120
Male Female
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Source: Field Survey, 2020



4.1.2. Age of Respondent

Coming to the age classification the below diagram shows, from the total of 160 respondents 10
(6.3%) respondents are of from 45 - Above, 17 (10.6%) respondents account for 18-24, 48 (30%)
accounting for 26 — 35 and finally 85 respondents accounting for 36-45 which comes to 53.1% of

the total respondents. To conclude majority of the respondent’s lands from 36-45 age group.

Figure 4.1.2: Age distribution of the Respondents
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Source: Field Survey, 2020
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4.1.3 Educational Background of the Respondents

This section provides educational level of respondents who were involved in the study and data
collection on basic characteristics.

Figure 4.1.3 below shows that 6 % of the respondents are specialized Doctor, 75% have a
Bachelor’s degree, 19% of the respondents are at college diploma level and under. The figure
bellow shows that the majority of the Addis hiwot hospital staff has adequate education to carry
out the office duties properly.

Figure 4.1.3: Educational Background of Respondents

Level of Education

Specialized Doctor College diploma and
6% under

19%
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H College diploma and under B Degree M Specialized Doctor

Source: Field Survey, 2020
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4.2 Survey Results

The following descriptive statistical analysis shows the conceptual framework adopted for this
study. Particularly, the analysis demonstrates the research questions, related to the recruitment and
selection practices, the level of performance-based compensation practices and the effect of human
resources development on the organizational performance in the case of Addis hiwot hospital. To
make discussions the study used mean, frequency and percentile. The respondents were asked to
indicate the extent to analyze the factors influencing asset disposal in five scales (1= Strongly
Agree, 2= Agree, 3= Neutral, 4= Disagree and 5=Strongly Disagree.

4.2.1 The recruitment and selection practices

To examine the role of recruitment and selection process of Addis hiwot hospital on its
performance the questionnaire administered to the staff and field in to SPSS for analysis and the

descriptive result is presented by percentage and frequency shown on Table 4.1 below.

Table 4.1: Recruitment and Selection Practices

20.00 |32.00 [15.00 |57.00 |36.00 |160
12.50 ]20.00 [9.38 35.63 |22.50 |100
24.00 |27.00 |11.00 |51.00 |47.00 |160
15.00 |16.88 |6.88 31.88 ]29.38 |100
26.00 |16.00 |[12.00 |66.00 |40.00 |160
16.25 10.00 |7.50 41.25 |25.00 [100
11.00 |37.00 [19.00 |55.00 [38.00 |160
6.88 23.13 |11.88 |34.38 |23.75 |100
16.00 |30.00 |8.00 59.00 |47.00 |160
10.00 |18.75 |5.00 36.88 [29.38 |100
19 28 13 58 42 160
12.13 |17.75 |8.13 36.00 |26.00 |100

The need for human capital is filled at the right
time at Addis Hiwot Hospital.

Appointments in Addis Hiwot Hospital is based
on merit.

Human resource department of Addis hiwot
hospital forecasts the right human needs
before _human_shortage becomes concern.

Human Resource Department of Addis
hiwot hospital fills human need with right skill.

The recruitment and selection process is fair
and transparent.

T I Mol M| |Mm]|]oO|lTm|oO|IMm]|O|T

Average

Source: Field Survey, 2020
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The first question filling the human capital needed at Addis hiwot hospital at the right time is
supported by 58.1% (sum of 36.6% Agree and 22.5% strongly agree) and denied by 32.5% (sum
of 12.5% strongly disagree and 20% disagree) while 9.4% of the respondent stay undecided.

In the case of appointment, the majority of the staff 61% (sum of 32% Agree and 29% strongly
agree) and 32% (sum of 15% strongly disagree and 17% disagree) disagree on that the appointment

of new employees in Addis hiwot hospital is done based on merit during recruitment.

The trend of forecasting the right human need before shortage become concern in the case of Addis
hiwot hospital is confirmed by the majority of the staff 66% (sum of 17% Agree and 25% strongly
agree) and 26% (sum of 16.25% strongly disagree and 10% disagree) disagree the rest 7.5% stay
undecided.

58% (sum of 34.4% Agree and 23.8% strongly agree) of the staff believe that the human resource
need of the hospital fill with a right skill and 29% (sum of 6.8% strongly disagree and 23%

disagree) disagree about hiring a skilled person for the position in the hospital.

The majority of the staff 66% (sum of 36.4% Agree and 29% strongly agree) agreed that
recruitment process in the hospital is fair and transparent and 29% (sum of 10% strongly disagree
and 19% disagree) disagree or recruitment process is not fair and transparent while 5% of the
respondent stay undecided.

4.2.2 The level of performance-based compensation practices

All of the tools developed under performance-based compensation on Table 4.2.: Profit
sharing/bonuses are used as a mechanism to reward higher performance, Compensation packages
encourage employees to achieve organizations objectives, the compensation system currently
implemented to initiate employees to strive for the success of organization, from | am satisfied
with the current benefit package, Employees are recognized and rewarded appropriately in this
organization and Job performance is an important factor in determining the incentive
compensation of employees are supported according to the Addis hiwot hospital by more than 50%

of the respondent.
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Table 4.2: Performance -based compensation

Profit sharing/bonuses are used as a 2000 | 32.0019.00 |64.00] 26.00]| 160

mechanism to reward higher

performance. 18.13 | 20.00 | 5.63 | 40.00 | 16.25 | 100

Compensation packages encourage 10.00 | 25.00 | 17.00 | 34.00 | 74.00 | 160

employees to achieve organizations

objectives. 6.25 |[15.63 | 10.63 [ 21.25 | 46.25 | 100

The compensation system currently 16.00 | 37.00 | 17.00 | 39.00 | 51.00 | 160

implemented initiate employees to strive

for the success of organization. 10.00 | 23.13 | 10.63 | 24.38 | 31.88 | 100
20.00 [ 27.00 | 10.00 | 56.00 | 47.00 | 160
12.50 | 16.88 | 6.25 | 35.00 | 29.38 | 100
9.00 ([43.00(9.00 [49.00(50.00( 160

5.63 |[26.88(5.63 |[30.63(31.25( 100

44.00 | 30.00 | 9.00 | 46.00 | 31.00 | 160

27.50 |1 18.75|5.63 |[28.75]19.38 | 100

21 32 12 48 47 160
13.33 | 20.21 | 7.40 | 30.00 | 29.06 | 100

| am satisfied with the current benefit
package.

Employees are recognized and rewarded
appropriately in this organization.

Job performance is an important factor
in determining the incentive
compensation of employees.

Average

Ul MO | M| O || O || O|mM|O|T|TO|T

Source: Field Survey, 2020
4.2.3 The Existence of Human Resources Development

As it is show on the table below the average of respondent confirmed that effect of human resource
development by setting a systematic task in enriching employees by skills, knowledge, and
experiences to meet needs of a current and the future to achieve a goals set is in Addis hiwot
hospital is more or less a culture. In contrast if we consider those respondents who strongly
disagree, disagree and neutral on those indicators there is a lot task expected by the hospital in the
future since human resource development is important strategies in playing role in improving

employees' behavior, and general performance of individuals and organization.

27



Table 4.3: Human Resource Development

We participate in choices on how new F 16.00 | 52.00 | 15.00 | 41.00 | 36.00 | 160
implementation should proceed ) 1000 13250 938 | 25632250 | 100
We participate problem solving activities F |12.00 | 27.00 | 6.00 | 68.00 | 47.00 | 160
for the effectiveness of the Organization P |750 |16.8813.75 |4250|29.38 | 100
The effectiveness of our organization is F |20.00 | 20.00|5.00 |49.00|66.00 | 160
due to good team work and better
communication. P |1250 | 1250 | 3.13 | 30.63|41.25 (| 100
An environment of trust and respect is F |21.00 | 40.00|2.00 |61.00] 36.00| 160
created with the help of training P 11313 | 25.00 | 1.25 |38.13 | 22,50 | 100
Due to the training we found ourselves F |44.00 | 39.00|5.00 |37.00] 35.00| 160
better equipped with problem-solving
capabilities P 2750 |24.38 (3.13 |23.13|21.88 | 100
We got opportunity to develop new skill, F 129.00 | 33.00 [ 8.00 | 39.00|51.00 | 160
knowledge and attitude in Addis Hiwot
Hospital P |118.13 | 20.63 [ 5.00 |24.38|31.88 | 100
Addis Hiwot hospital helps us to develop F |57.00 | 2000 4.00 |67.00| 12.00 | 160
our skills and abilities to fill the gap
between our abilities and job P 3563|1250 (250 |41.88|7.50 [100
requirements
There is a continues assessment on our F |28.00 | 38.00|5.00 |51.00 | 38.00 | 160
skills and abilities in order to establish a
realistic career P [17.50 | 23.75(3.13 |31.88|23.75 | 100
Average F (284 |34 7.6 53.2 |36.8 | 160
g P |17.75 |21.25|475 |333 |23 | 100

Source: Field Survey, 2020

4.2.4. Level of Productivity or Performance

The productivity or performance of Addis hiwot hospital is determined depending on a
questionnaire administered to the staff by considering important tools developed from basic
indicators of organizational performance, like quality of service, employee’s satisfaction and

customer satisfaction.
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Table 4.4: The level of productivity or performance

The work target of Addis hiwot hospital is met on time. P ]18.75 |14.38 |11.88 |19.38]35.63 |100

The job done by employees maintain work accuracy. P ]17.50 ]20.00 |6.25 |36.88]19.38|100
The organization has right no. of employees at the right time
with the right skill to deliver quality service.

All materials are available which helps to provide quality

P 16.25 |23.75 |2.50 |47.50]/20.00 100

P ]13.13 |23.13 |3.13 |33.13]27.50 (100

service.
I am motivated to stay with this organization. P ]23.75 |25.00 |5.63 |31.25]14.38|100
Addis Hiwot Hospital does not ignore complaints from

P 15.63 ]21.25 |5.00 [23.13]45.00 100
employees.

The organization functions smoothly with a minimum of
internal conflict.
The level of employees engagement is high in Addis

P ]18.13 |30.63 |1.25 |45.63]4.38 (100

P 16.88 ]16.88 |3.75 |45.63]/26.88 (100

Hiwot Hospital.
The organization is always giving a quality service. P 110.63 |3.75 ]1.88 |[19.38]64.38 |100
Addis hiwot Hospital has the ability to attract Customer. P ]15.63 |26.88 |8.13 [14.38]35.00|100
Addis hiwot Hospital is always focus on customer
satisfaction. p [12.50 |30.00 |3.75 |25.63]28.13 100
There is the custom of retaining essential employee in the

. P [31.25 |26.25 |3.75 [25.00]13.75 100
Hospital.

Average P 115.00 |21.82 |4.74 [30.57]27.86 [100
36.82 4.74 58.44

Source: Field Survey, 2020

According to the descriptive data result on average about half of the respondent (60%) believe in
the productivity of the organization depending on those tools. The need of knowing the
organization is productive or not is to identify which tool is more worked on and which is not in
order to improve in the future. In addition, and the main reason why we need to know the level
productivity of the organization is that as our topic of this study indicate there must be the
knowledge of the organization weather it is productive or not in order to analyze “The role of HRM

in the organization and its effect on organizational productivity or performance”.
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Therefore, as it is seen from the result of descriptive data on all variables the researcher confirmed
and show that there exist a good recruitment practice, performance based compensation, better
human resource development and organizational performance one by one but this does not show
the existence of relationship and the type of influence they have on one another and on group

which the researcher is going to identify using inferential statistics on the next discussions below.

4.3. Inferential Analysis to Examine the Role of HRM Practice in the Organization and its
effect on organization Performance

4.3.1. Normality Test

The researcher employed multiple regression model to regress independent variables and
dependent variables. The fulfillment of regression model assumption should be checked first. A
normality test is used to determine whether sample data has been drawn from a normally
distributed population. The dependent and independent variables of this research is normally

distributed as shown below on Figure and test of kurtosis.

Regression assumes that variables have normal distributions. Non-normally distributed variables
(highly skewed or kurtotic variables) and the existence of strong correlation between independent
variables can distort relationships and significance tests. There are several pieces of information
that are useful to the researcher in testing this assumption: visual inspection of data plots, skew,
kurtosis, and P-P plots give researchers information about normality and multi-collinearity test

which indicate the level of correlation between independent variables also checked.
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Figure 4.3. normal distribution diagram
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Figure 4.4. P-P plot
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A. Hetroscedastic Assumptions

The data does not have an obvious pattern, there are points slightly equally distributed above and
below zero on the X axis, and to the left and right of zero on the Y axis. The data is not
hetroscedastic.

Figure 4.5. Scattered plot
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B. Linearity Assumptions

Linearity means that the predictor variables in the regression have a straight-line relationship with
the outcome variable. If the residuals are normally distributed and homoscedastic, we do not have
to worry about linearity. In other word linearity assumption is fulfilled.

C. Multicollinearity Assumptions

Multicollinearity exists when there is a strong correlation between two or more predictors in a
regression model (Saunders et.al, 2007). There should be no perfect linear relationship between
two or more predictors. So the predictor variables should not correlate too highly (Ho, 2006). If
there is perfect collinearity between predictors it becomes impossible to obtain unique estimates
of the regression coefficients because there are an infinite number of combinations of coefficients

that would work equally well. Perfect co linearity is rare in real-life data, but less than perfect co
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linearity is virtually unavoidable (Field, 2006). This research data multi-collinearity assumption is
checked and all values predictor or variance proportion are <0.95 by Collinearity statistics that
means there is no linear relationship between Recruitment process, Performance based
Compensation and Human Resource Development used to analyze their role on organizational

performance.

Table 4.5. Collinearity

Coefficients?

Model Collinearity Statistics
Tolerance VIF
(Constant)
1 RecSel 836 1.196
Comp 678| 1474
HRD 619 1615

a. Dependent Variable: OrganizationalPer

¢+ Since Tolerance >0.1 and VIF is < 10 there is no problem of multicollinearity.

Table 4.6: Collinearity by Correlation

Correlations

Pearson Correlation OrgPer RecSel Comp HRD
Organizational Performance 1.000 417 .745 .729
Recruitment A17 1.000 .281 .399
Compensation 745 .281 1.000 .564
HRD .729 .399 .564 1.000

If the correlation between each independent variable is less than 0.9 we do not suspect multi-
collinearity but to make sure check it using other test method like condition index shown below.
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Table 4.7: Collinearity by condition index
Collinearity Diagnostics®

Model  Dimension Eigenvalue | Condition Index Variance Proportions
(Constant) RecSel Comp HRD
1 3.822 1.000 .00 .01 .00 .00
2 .080 6.894 .03 .58 .26 12
! 3 .055 8.340 .55 14 .08 51
4 .042 9.514 41 .27 .65 .37

a. Dependent Variable: OrgPer
If condition index is less than 15 or the value of variance proportion less than 0.95 there is no

multicollinearity.

Multiple Regression Analysis

Since this study aims to evaluate the role of HRM practice on the organizational performance the
following model, the researcher tried to establish a linear regression model using the three major
indicators namely recruitment practice, performance based compensation and human resource
development is identified. So, based on this, the multiple linear regression model of this study is

described as shown below.
Y = BO + 81X1 + Bzx2 + B3X3+ €

Where ao, a1, a2, az and a4 are constant terms and

Y = Organizational Performance X1 = Recruitment practice
X2 = performance-based compensation X3 =Human resource development
e = error
Test of hypothesis:-

Ho: The model is not useful.
H;: The model is useful where
Or Ho: 3,=,=p3=0

H;: Ho not true
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Before exceeding to fit the model, the model summary Table should be referred. It describes the
overall model whether the model is successful in predicting dependent variables. It gives a value
of R square, which measure of how much of the variability in the outcome is accounted for the

predictors.

A. Coefficient of Determination

Model summary table describes the overall model whether the model is successful in predicting
dependent variables. It gives a value of R square, which measure of how much of the variability
in the outcome is accounted for the predictors. In addition, this summary table tells us whether

auto-correlation assumption is satisfied or not through Durbin Watson value (Field, 2006).

Table4.8 Model Summary

Model Summary

Model] R R Adjusted R Std. Error of the Change Statistics
Square Square Estimate R Square F df1 | df2 Sig. F
Change Change Change
1 .8412 .707 .701 59713 .707| 125.442| 3]156 .000

a. Predictors: (Constant), AverageHRD, RecSel, Comp

As indicated on the regression model fit table, we reject the null hypothesis that the model is not

useful after looking the r square value which is

e F (3,156)= 125.44, P<0.01, R2=0.707 which indicate the regression model is

significant.

From Table 4.8: model summary, those three independent variables (Recruitment, Compensation
and human resource development) is explained 71% of the factors that has impact on
organizational performance as represented by R2. This showed that considering the three study
independent variables, there is a probability of predicting role of HRM on organizational

performance using those factors by 71% (R squared =0.71).
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Moreover, the regression analysis is done after testing the adequacy of the multiple linear
regression model, R? measures the proportion of variation in the dependent variable () that is

explained by the explanatory variables (or by the multiple linear regression model).

B. Analysis of Variance /ANOVA/ Test

Analysis of variance (ANOVA) is a statistical tool used to detect differences between experimental
group means. ANOVA is warranted in experimental designs with one dependent variable that is a
continuous parametric numerical outcome measure, and multiple experimental groups within one
or more independent (categorical) variables. ANOVA is based mathematically on linear regression
and general linear models that quantify the relationship between the dependent variable and the

independent variable(s). (Steven F. Sawyer, PT, PhD)

ANOVA model is more likely to be significant, indicating that at least one group mean is different
from another group mean. ANOVA is the appropriate statistical technique to examine the effect
of a less-than interval independent variable on an at-least interval dependent variable. If the F test
result is not significant, the model should be dismissed and there is no need to proceed to further
steps (William and Barry, 2010).

Table 4.9: ANOVA

ANOVA?
Model Sum of Squares Df Mean Square F Sig.
Regression 134.186 3 44.729 125.442 .000°
1 Residual 55.625 156 .357
Total 189.811 159

a. Dependent Variable: OrgPer
b. Predictors: (Constant), AverageHRD, RecSel, Comp

From the ANOVA test result indicated on above Table 4.9, it is noticed that F value 125.442 is
significant at P<0.001 levels. Therefore, from the result, it can be concluded that the combination
of the independent variables (Recruitment Process, Performance based Compensation and HRD)

significantly predicts the dependent variable (Organizational performance).
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Since the adequacy of the model is approved the significance of each of the coefficient should be
tested to see the influence of the predictor variables on the dependent variable will be discussed

by the regression coefficients.

A. Regression Coefficients or Model
Since the adequacy of the model is approved the significance of each of the coefficient should be
tested. As it can be seen from the table below the p-value for all predictor variables is less than

0.05. Thus, we conclude that all variables significantly influence organizational performance at

5% level of significance.

The influence of all predictor variable are positive depending on their sign of regression

coefficients.

Table 4.10: Regression Coefficients

Coefficients?

Model Unstandardized Coefficients | Standardized Coefficients| T [ Sig. | Collinearity Statistics
B Std. Error Beta Tolerance VIF

(Constant) .161 .182 .8811.380
RecSel .108 .043 .11812.486|.014 .836| 1.196
Comp 443 .049 .48019.121|.000 .678| 1.474
AverageHRD 377 .050 41217.473|.000 .619| 1.615

a. Dependent Variable: OrgPer

e Recruitment and selection practice is significantly and positively affect organizational
performance (Supported: $=0.108, t-value=2.486, P<0.05).

The estimated coefficient of recruitment and selection practice in the organizations is 0.108.
Holding the remaining two factors constant, a unite progress on recruitment and selection practice

will result in 0.108 improvement on organizational performance.

e Performance-based compensation is significantly and positively affect organizational
performance (Supported: 3=0.443, t-value=9.121, P<0.01).
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As indicated on the regression table 4.10, the estimated coefficient of performance-based
compensation is 0.443. Holding the remaining two factors constant, a unite increase on
performance-based compensation practice will result in 0.443 progress on organizational

performance.

e Human resource development practice is significantly and positively affect
organizational performance (Supported: p=0.377, t-value=7.47, P<0.01).

Considering the third factor on the regression coefficient table, the estimated coefficient of human
resource development is 0.377. Holding the remaining two factors constant, a unite increase on

human resource development practice will result in 0.377 progress on organizational performance.

In general, the recruitment and selection practice, the performance based compensation and the
human resource development practices in the organization affect the performance or productivity
of the organization.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

This chapter presents a summary of the findings, conclusions and recommendations which is going
to identify measures to be taken in human resource management-based improvement of
organizational productivity depending on the objectives of the study. The chapter concludes
according to the findings with recommended areas for further research work.

5.1. Summary of Finding

Recruitment and Selection

The finding of descriptive statistics squeezed from questionnaire administered to the employees
supports that Addis hiwot hospital recruitment and selection process is transparent in filling the
organization with skilled professionals at the right time. The inferential statistics presented by
model also shows recruitment and selection process has a positive role on the productivity of

organization.

Performance Based Compensation

The research show that there is an overwhelming support to pay for employees depending on their
performance. The trend of compensation in Addis hiwot hospital based on performance is
supported by the majority and the inferential statistics shows that performance-based

compensation is highly important for organizational productivity.

Human Resource Development

The result from descriptive data analysis show that HRD by systematic activities to in enrich
employees by skills, knowledge, and experiences to meet the current and the future organizational
goal in Addis hiwot hospital is achieved. Moreover, the model developed by regression analysis
is also confirmed the importance and positive relationship of HRD in improving organizational

performance.
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5.2. Conclusion

The research study focusing on the role of human resource management on the organizational
performance is determined by identifying three important subjects as an objective of the study.
Which is recruitment and selection process, performance-based compensation and human resource
development. An environment of trust and respect can be created with the help of transparent
recruitment and selection process.

With appropriate performance-based compensation, people become more committed to their jobs
when they are assessed on the basis of their performance by having an acceptable performance
appraisal system.

The human resource development process in the organization is to make employees better
equipped with problem-solving capabilities. In addition to that all leaders must participate in

human resource development programs in order to increase efficiency through active workforce.

5.3. Recommendations

Recruitment and Selection

There should be clear and transparent recruitment process, starting from the planning, searching
and selection stages. To make the organization attractive and profitable the human capital should
reach its maximum. The employees should participate in the planning stage of recruitment process
for they can identify the needs in their day to day activities.

Performance Based Compensation
It is recommended that an organization should strive to make a link between performance and
compensations. This will make employees to work for better performance and avoid conflict.

Rewarding employees based on their performance will encourage for better performance rather

rewarding employee’s equal compensation discourage employee with well performance.
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Human Resource Development

A good recommendation concerning human resource development is on-the-job training which
provide employee with task-specific knowledge and skills in work area for better improvement.
The knowledge and skills presentation during on-the-job training are directly related to job
requirements. Job instruction technique, job rotation, coaching and apprenticeship training are the
common forms of on-the job training methods. Job Instruction Training is a structured approach
to training, which requires trainees to proceed through a series of steps in sequential pattern. An
additional recommendation is job rotation which is the systematic movement of employees from
job to job or project to project within an organization, as a way to achieve various different
knowledge and skills.

IN addition, human resource development needs assessment very important in identifying the gap
between what are the capabilities of the current employee and what required to do. It is to ensure
who needs training and development on the essential subject needed for the performance
requirements of the organization that can be improved through training and document the expertise
required to perform in their workplace.
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ADDIS ABABA UNIVERSITY SCHOOL OF COMMERCE

DEPARTMENT OF HUMAN RESOURSE
Questionnaire to be filled by the Customers

Dear Respondents

The purpose of this questionnaire is to gather data for research of partial fulfillment of MBA degree
Entitle  “IMPACT  OF HUMAN RESOURSE MANAGEMENT PRACTICE
ONORGANIZATION PERFORMANCE IN THE CASE OF ADDIS HIWOT HOSPITAL”. The
output of this questionnaire will have greater contribution for the enterprise to improve its
performance. Your thoughtful responses to the questions are sought to be of greater help to the
success of this study. Therefore, please kindly extend your cooperation by honestly responding to
the items contented in this questionnaire.

Instruction for filling the questionnaire

[IPlease read each statement carefully and put the tick (\') mark under the choice.

1 No need of writing your name * Thank you in advance for your indispensable cooperation
SECTION ONE: RESPONDENT’S DEMOGRAPHIC DATA AND USAGE LEVEL

Please indicate your responses by tick (V) in the box

1. Sex: [ ] Male [ ] Female
2. Age: []118-24[]25-35[] 36-45[] 46-55[ ] 56 and above
3, Education status: [ ] Basic Education [ ] Professional Certificate [ ] College diploma

[ ] First-degree [ ] above 1st degree [ ] Medical doctor [ ] Specialized Doctors
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SECTION TWO

No.

Items

Strongly
Disagree

Disagree

Neither
Agree
Nor
Disagree

Agree

Strongly
Agree

Recruitment and selection practice

The need for human capital fills
at the right time at Addis Hiwot
Hospital.

Appointments in Addis Hiwot

Hospital is based on merit.

Human resource department of
Addis Hiwot Hospital forecasts
the right human needs before
human shortage  becomes

concern.

Human Resource Department of
Addis Hiwot Hospital  fills

human need with right skill.

The recruitment and selection
process is fair and transparent.

Il. Compensation (Reward Management)

1 Profit sharing/bonuses are used
as a mechanism to reward higher
performance.

2 Compensation packages

encourage employees to achieve
organizations objectives.
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3 The compensation system
currently implemented initiate
employees to strive for the
success of organization.

4 | am satisfied with the current
benefit package.
5 Employees are recognized and

rewarded appropriately in this
organization.

6 Job performance is an important
factor in  determining the
incentive ~ compensation  of

employees.

I11. Organizational performance Items

1. Quality Service

1 The work target of Addis hiwot
hospital is met on time.

2 The job done by employees
maintain work accuracy.

3 The organization has right no. of
employees at the right time with the
right skill to deliver quality service.

4 All materials are available which
helps to provide quality service.

Organizational performance Items

1. Employees Satisfaction

1 | am motivated to stay with this
organization.

2 Addis Hiwot Hospital does not ignore
complaints from employees.
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3 The organization functions smoothly
with a minimum of internal conflict.
4 The level of employees

engagement is high in Addis
Hiwot Hospital.

Organizational performance Items

2. Customer Satisfaction

1 The organization is always giving a
quality service.

2 Addis hiwot Hospital has the ability
to attract Customer.

3 Addis hiwot Hospital is always focus
on customer satisfaction.

4 There is the custom of retaining

essential employee in the Hospital.

Human Resource Development

1. Organizational Development

1 We participate in choices on how
new implementation should proceed

2 We participate problem solving
activities for the effectiveness of the
Organization

3 The effectiveness of our organization
is due to good team work and better
communication.

HRD

2 Career Development and or Training and

Development
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An environment of trust and respect
is created with the help of training

Due to the training we found
ourselves better equipped with
problem-solving capabilities

We got opportunity to develop new
skill, knowledge and attitude in
Addis Hiwot Hospital

Addis Hiwot hospital helps us to
develop our skills and abilities to fill
the gap between our abilities and job
requirements

There is an continues assessment on
our skills and abilities in order to
establish a realistic career

49




