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Abstract
The basic hypothesis of this study is that the proven relationship between human resource
management and organizational presentation may be explained by the efficacy of human resource
(HR) practices. This learns adopts a stakeholder viewpoint, implying that leading line managers'
evaluations of HR efficiency will be additional powerfully correlated with results than HR director
evaluations. Furthermore, based on the idea that consensus is a necessary component of a sturdy
HR method, as proposed by Bowen and Sort off, it is proposed that increased performance will be
associated with common views of high effectiveness. The study evaluates a range of subjective
and objective performance measures using a dataset that consists of 237 matched pairs of higher
line director and HR director. The examination confirms the link between an increased number of
HR practices and improved HR efficacy, as well as a number of performance indicators.
Interestingly, the relationships tend to be stronger in the case of HR effectiveness. Regarding HR
effectiveness, there is little consensus among HR and line director, and where it does exist, it does
not translate into better results. The study's findings thus confirm the significance of HR efficiency
but do not validate the power of consensus.
Keywords: Organizational outcomes, stakeholder consensus, HR effectiveness

1. Introduction

An organization between the increased use of HR practices and a range of measures of
organizational presentation has been confirmed by studies that examine the relationship between
human resources (HR) and performance, such as those demeanor by Boselie, Dietz, and Boon
(2005) and Combs, Ketchen, Hall, and Liu (2006). These assessments however note that these
connections are often minor and leave a number of open-ended questions. The most pressing of
them is an issue with the way in which performance is correlated with HR procedures. In this
regard, two topics that are frequently mentioned but rarely examined have to do with how well HR
processes work and how they are really put into reality, as opposed to just existing. Furthermore,
it is imperative to take into account the attitudes and behaviors of employees as possible
moderators of the HR-presentation link. Although there is an growing center on

Research on the relationship between member of staff attitudes and behaviors and human resource
management (HRM) and presentation has mostly focused on the existence of practices rather than
their efficacy. We look into how HR practices that are thought to be more or less successful affect
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performance in an attempt to close this gap. It's conceivable that a number of possible stakeholders
may disagree about how effective HR procedures are (Tsui 1987). These stakeholders include HR
specialists who create and manage these policies, line managers who carry out the implementation
of these policies, and, most importantly, senior line managers who oversee the practices' effects in
addition to carrying them out. They do, however, also pass judgment on the personnel who deal
with HR procedures and potential future investments in HRM. As a result, there is strong evidence
to support using a stakeholder perspective when assessing the efficacy of HR procedures.
Employee feedback on HR practices and their reactions has been gathered more often in recent
study (see, for example, Nishii. Lepak, and Schneider, 2008). However, there hasn't been much
focus on senior managers' viewpoints outside of HR managers. In this research, we examine senior
line managers' perceptions of HR effectiveness—a crucial stakeholder group—and contrast them
with HR director viewpoints.
According to Bowen and Ostroff (2004), there is a greater chance of a correlation between HRM
and performance when a "strong" HR structure is in position. Consensus’s influence on judging
the HR system's "strength." The wide range of performance indicators used is one of the issues
brought up in the HRM and performance reviews. HRM and performance models (e.g.,
Becker.,Huselid., Pickus., and Spratt 1997; Guest, 1997; Appelbaum., Bailey., Berg, and
Kalleberget.,al. 2000) differentiate between distal results (e.g., sales and financial presentation)
and proximal results (e.g., employee attitudes and behavior, which can be imitate in labor earnings
and deficiency rates). Given that proximal outcomes are more closely linked to HR policies and
practices, it is argued that HRM should have a superior impact on them. This study examines the
effect of HR efficiency on equally proximal and permanent and distant results.
In summary, the following major investigate questions are addressed in this paper: How does the
effectiveness of HR affect a variety of proximal and distal results? Specifically, does this effect
increase when superior line directors and HR directors agree on high effectiveness, as planned by
Bowen and Ostroff (2004).

1. Human resource effectiveness and performance:
Prior studies have addressed the effectiveness of human resources and how it affects presentation.
Company and Pecked (1994) noted that there are a number of ways to define HR effectiveness.
These include taking into account quantitative workforce-related procedures like labor
preservation and deficiency, adopting a stakeholder perspective, which focuses on judgments of
effectiveness, meeting specific goals like employee development targets, or using organizational
performance as an indicator of HR effectiveness. Similar to Tsui (1987, 1990), they contend that
the stakeholder viewpoint is the most suitable since it permits the attribution and explanation of
the diverse results that are addressed by the other methods.
However, Khilji and Wang et.al.,, 2006 and Wright and Nishii et. al., 2006, highlighted the
consequence of HR implementation efficiency from a different perspective, differentiating
between planned and executed HR procedures. Khilji and Wang noted a discrepancy between the
two and blamed it on the intended HR practices' poor quality and communication, the senior line
managers' lack of support (which they saw as indicative of a "weak" HR system), and the local
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line managers' resistance to putting them into practice. They suggested that the main determinants
of HR implementation are probably senior managers' opinions regarding the function and efficacy
of HR procedures.

There aren't many studies that examine the relationship between performance and HR
effectiveness. The efficacy of technical HR, or the conventional approach, and strategic HR, or
more developmental and commitment-oriented HR, was studied by Hustled, Jackson, and Schuler
(1997). They discovered a connection between business performance and strategic HR
effectiveness, but not between scientific HR efficiency and company results

Richard and Johnson (2001) found a correlation between reduced labor turnover and HR director’s
fulfillment with the efficacy of HR practices. They also discovered correlations with return on
equity and, to a lesser extent, productivity when they took into account the interaction of
effectiveness with capital intensity. Using the same dataset, Richard and Johnson (2004) conducted
a follow-up study and found that while there was a relationship between the effectiveness of high-
concert effort practices and presentation, there was no connection between these practices and
subjective performance. Performance and innovation showed a positive correlation when HR
practices and effectiveness were taken into account. One of the minority studies that appear at HR
practices and HR efficiency at the same time is the second one, which Richard and Johnson
reported. Still, it has limitations as a result of the single respondent, the small sample size, and the
design of the autonomous and dependent events. However, it emphasizes how crucial it is to take
effectiveness into account when assessing how HR practices affect results.

This succinct summary highlights three key elements of HR effectiveness: the existence of HR
practices, their perceived efficacy, and their successful application. One could argue that the
existence of effective practices is a necessary condition for effective implementation and, as such,
is an important stage in the procedure. For example, simply implementing a prescribed assessment
structure for all employees may not be sufficient if the system is poorly designed and improbable
to be implemented successfully. On the basis of this, one could argue that while having HR
practices in place is obligatory first step, their efficiency will likely determine how they affect
pertinent outcomes.

First hypothesis: The collision of HR practices on results will be greater when they are effective
than when they are just present (extra).

1.1 The participation of multiple parties:

A number of authors have argued that having several respondents can improve response reliability
(Gerhart, Wright, McMahan, Snell in 2000; Datta, Guthrie, and Wright in 2005). Stakeholder
perspectives acknowledge the potential significance of differing opinions regarding the efficacy
of HR practices (e.g., Beer.,Spector., Lawrence., Mills., and Walton in 1985; Tsui in 1987).
Remarkably few studies on HR efficiency have gathered in sequence from multiple sources.
Hustled and colleagues (1997) included a small sample of line managers along with HR managers
as their primary source of information. Data on effectiveness satisfaction were collected by Khilji
and Wang (2006) from a combined sample of employees and line managers.
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Data were gathered by Wright, McMahan, Snell, and Gerhart (2001) from higher HR and line
directors and establish that, in comparison to senior line managers, HR directors consistently had
an additional favorable opinion of the efficacy of HR procedures, HR functions, and the HR
donation. This implies that the viewpoints of line directors, who utilize these practices on a larger
scale, might be more reliable.

Tsui (1987, 1990) noted discrepancies in the standards by which HR departments are judged
effective, particularly when comparing senior executives and operational line managers.
Executives were additional concerned in planned matters, while line managers concentrated on
support and implementation. Tsui proposed, based on reserve speculation (Pfeffer. and Selznick.,
1978), that HR directors should be more cognizant of the unease raised by the administrative who
distribute their possessions. Her research supported this, showing that The effectiveness of HR
departments was viewed most favorably by executives, least favorably by line managers, and in
between by HR managers. Though there is probably some overlap, her spotlight was on the
efficacy of HR sections rather than HR performs. However, her findings suggest that we shouldn't
assume that HR managers will always give their own department or HR practices a higher rating
than other stakeholder groups.

Wright and colleagues (2001) contended that senior executives' perspectives are the most
important, without diminishing the importance of employee perspectives. They can use their
strategic oversight to guarantee the efficacy of HR practices, which will help in their development
and implementation. By doing this, they contribute to forming the HR's strength. Surroundings.
They also have a significant influence on political choices made about the distribution of funds for
the HR department. In a qualitative study, Stanton, Young, Bartram, and Leggat (2010) provided
evidence in favor of this viewpoint. As a result, this paper focuses on the perspectives of HR
managers as well as chief executive officers (CEOs), arguing that senior directors views on the
efficacy of HR practices have the greatest bearing on results.

Hypothesis 2: Senior managers ‘evaluation of the efficacy of HR performs will show a larger
correlation with firm presentation and other results than HR director’s evaluations.

1.3. Consensus on HR effectiveness and a strong HR system:

Alignment between the idea of a strong HR structure and the effectiveness of HR in defining what
they consider to be a "strong" HR system, managers must reach a consensus. Bowen and Ostroff
(2004) have suggested that high presentation is more probable to be associated with a strong HR
system. While examining the causes of the discrepancy between planned and execute HR perform,
Khilji and Wang (2006) identified top management's lack of commitment as a contributing factor.
This suggests that there ought to be agreement on the (high) efficacy of HR procedures. It may be
necessary to seek agreement connecting process of directors or, additional crucially, between line
and HR directors. Bowen and Ostroff (2004) state that "consensus among

As consensus enables additional observable, pertinent, and consistent communication to be
communicated to employees, top decision makers can support the development of consensus
among staff members (p. 212). Put another way, a message that is strongly agreed upon by HR
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and higher line directors regarding the efficacy of HR practices is stronger than one that is not as
strong.
Hypothesis 3: A high effectiveness rating given exclusively by the HR manager or senior line
manager will not have as strong of an association with outcomes as consensus on the efficacy of
HR performs.

2. HR Effectiveness and Short- and Long-Term Effects:
According to a number of authors (Guest., 1997; Appelbaum., and colleagues., 2000; Wright.,
Gardner., and Moynihan., 2003), the main effect of HR perform is on the attitudes and behaviors
of employees. They contend that these employee attitudes and actions will ultimately impact the
organization's financial performance by having a collision on results like efficiency and the caliber
of goods and services. They suggest that, in contrast to more distant outcomes like financial
performance, more immediate measures like staff turnover, absenteeism, and employee attitudes
and behavior are more vulnerable to the impact of HR practices and their efficacy. The latter could
be impacted by numerous factors,
Encompassing the competitive business climate and marketing strategy. This gets us to the last
theory.
Hypothesis 4: Compared to more distant measures like financial performance, the efficacy of HR
practices will show a stronger correlation with immediate measures of labor turnover and
employee attitudes and behavior.

3. Sample and research:
A sample chosen at random from the Dun and Bradstreet folder of UK businesses with 50 or further
UK employees was used to test the hypotheses. A structured interview schedule was followed
when conducting phone interviews. This process makes it impossible to determine the response
rate with precision. The CEO or senior administrative manager and the HR directors, or the higher
someone in charge of HR, were to be interviewed. Interviews were conducted with 462
CEOs/organization director (hereafter CEOs; all but 4% held the CEO/MD title) and 610 HR
managers (hereafter HR managers). Data were gathered from CEOs and HR managers in 237
businesses, and this matched sample is what is used in this examination. The distribution of the
organizations was skewed, with large outliers and the median being used. Of the organizations,
36% were in the service subdivision, 15% were multinationals, and 23% had at least 25% of its
employees affiliated with a union. The median organization had 104 employees in the UK.
3.1 Methods of Data Collection:
(1) Human Resource Policies. Following an extensive literature review, we evaluated HR practices
using 48 items divided into 9 groups. These items covered areas such as hiring and selection,
development and training, performance evaluation, pay and financial elasticity, job propose, two-
way announcement, domestic labor market, single position and management, and
excellence/involvement. Specifically, we stressed, rather than traditional approaches, what the
prose refers to as "high routine" or "high assurance" practices. We asked during the interviews, for
the most part, what proportion of the workforce was affected by these practices. This strategy is
consistent with an HR literature viewpoint (as demonstrated by Pfeffer in 1998) that contends that
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progressive HRM is distinguished by its wide application of procedures to the whole workforce as
opposed to their confinement to a particular group of people. This method was inappropriate for
various questions, like the use of attitude surveys or particular status practice, so we just asked if
the practice existed or not. HR managers were the only source of information used to compile
statistics on all 48 HR practices.

3.2. Assessing HR Procedures and Efficiency:

(i) HR procedures.

We determined a represent score crosswise the HR practices to assess the presence of HR, in line
with the 1998 claim made by Becker and Hustled regarding the significance of evaluating the
entire HR system and adhering to standard practice. We standardized the scores to make sure that
each of the nine HR categories had the same amount of weight, despite the fact that each category
had a different number of items.

(ii) Efficiency of HR. Expanding upon the research conducted by Tsui (1987) and Hustled., et al.
(1997), we asked participants how well the nine HR practices listed above helped the organization
achieve its goals. Every response was given on a five-point rating system, with 1 denoting 'not at
all effective' and 5"extremely productive" (5). We utilized they represent scores on these scales
for further analysis after factor analysis revealed the existence of a solitary issue (with an alpha of
0.82 for CEOs and 0.81 for HR directors).

(iii) Agreement. We calculated infraclass correlation coefficients to examine the degree of
agreement between HR directors and CEO ratings for usefulness ratings (Bliese and Halverson,

1998). We first computed the indicate of the complete mathematics differences between HR
director and CEO information for each of the nine efficiency measures in order to determine the
degree of agreement on HR effectiveness. The mean difference was 0.99 on a five-point scale,
representative significant variation in measurement, especially in light of the fact that the average
variation for the individual HR and CEO ratings of HR usefulness were roughly (0.65). After that,
this was rescored to indicate conformity rather than incongruity. Nevertheless, the effectiveness
level was not specified by this measure, which only showed agreement. For instance, a high
achieve could suggest that CEOs and HR directors concur that practices are inefficient. We
calculate term by reproduce the agreement measure by the two actions of HR efficiency (HR
director and CEO information) in order to imprison a calculate indicating both conformity and
effectiveness levels. We handled this as a communication term in our examination, analyzing the
belongings of the three-way communication term after first scheming the first- and second-order
conditions.

(iv) Results of Performance: We used several proximal and distal outcome measures in our
assessment. We used five items to measure managers' assessments of the caliber of employees and
devotion. On a five-point rating system, the responses were ranked from "very low" (1) to "very
high" (5). A single factor emerged from factor psychotherapy, with alphas of 0.77 for CEOs and
0.76 for HR managers. Data on labor turnover from the prior year was provided by HR managers;
this led to a skewed allocation with outliers. Consequently, it was recorded to imitate the following
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range of low-to-high turnover levels: 0-4.9% (0), 5-14.9% (1), 15-50% (2), and 50.1% or higher
(3).

Chief Executive Officers and HR managers provided their subjective assessments of the company's
performance. Three single-item measures were given to managers to evaluate how well their
company performed financially, in terms of labor productivity, and in terms of the quality of their
products or services, in comparison to other companies in the same sector. Five-point ratings were
given, with the range from "much better than average" to "way below average." Respondents also
had the choice to state that they didn't know, that no comparison could be made, or that no pertinent
data were available. Delaney.,Huselid (1996), Guthrie (2001), and the British, Workplace,
employee relationships Surveys (Cully., Woodland., and others) all used a similar methodology.
O'Reilly and Dix in 1999, as well as Kersley and colleagues in 2006, have examined this issue.
The validity of such prejudiced indicator of firm performance has been a subject of debate. Wall
and others in 2004 argued that these indicators possess moderate-to-high validity, in part because
they assess information that is potentially objective and verifiable, a point also made by Delaney
and Hustled. Forth and McNabb in 2008, after carefully analyzing a substantial sample of
workplaces, provided competent sustain for the notion that "both types of presentation procedures
yield comparable consequences when used in structural models to determine workplace
presentation” (p. 119). In our study, we utilize both objective and subjective performance
procedures. We obtained purpose data on business profits for the year of data compilation from
Dun and Bradstreet, as well as data on employee numbers. To create a standardized pointer of
financial presentation that is consistent crosswise subdivision and can be linked to HR utilization,
we subtract a compute of earnings (or loss) per worker.

(v) Control variables. The analysis incorporates several standard control variables. These include
firm size, symbolize by the number of employees in the UK (coded as 1 for fewer than 100
employees, 2 for 100499 employees, and 3 for 500 or more employees, reflecting the typical
dissimilarity between small, medium, and large organizations). Additionally, we considered the
sector (coded as 1 for services and 0 for others) and whether the firm was transnational or primarily
UK-based. We included several engineering relations variables, as they have been demonstrated
to authority HR practice in the UK circumstance, such as trade union density (coded as 1 for 25%
or more of human resources belong to a trade union and 0 otherwise) and the occurrence of a
counseling agency or staff connection. Finally, we integrated and quantify of whether the higher
HR executive held authority HR role, as several organizations were relatively little and did not
maintain a formal HR meaning or possess HR specialists. The postulation was that, all else
individual identical, the occurrence of a consultant HR occupation might be connected with higher
HR efficiency.

We calculated an indicator of revenue (or loss) per employee in order to create a standardized
financial performance metric that is consistent across industries and can be connected to HR
utilization.

(v): Control factors. The analysis includes a number of common control variables. One of these is
the size of the company, which is indicated by the number of workers in the United Kingdom
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where workers are coded as 1 for fewer than 100, 2 for 100499, and 3 for 500 or more,
corresponding to the customary divisions between small, medium, and large businesses). We also
took into account the industry (services were coded as 1 and other industries as 0), as well as
whether the company was multinational or primarily based in the UK. A number of industrial
relationships variables were integrated, including

Trade union density (coded as 1 for 25% or more of recruits belonging to a operate union and 0
otherwise) and the existence of a counseling commission or staff connection are two examples of
how they have been revealed to impact HR performs in the UK. Finally, since some organizations
were little and did not maintain official HR connotation or have HR specialists, we integrated a
determine of whether the superior HR executive held a expert HR role. It was assumed that the
existence of a specialized HR occupation might be linked to increased HR efficiency, all other
things being equal.

3.3Analyzing Data:

In calculation to the aspect analyses and intra-class correlation calculations described earlier, we
used a number of hierarchical deterioration analysis to assess the hypotheses. We followed the
guidelines for evaluating interactions provided by Aiken and West in 1991. We multiplied the
autonomous variable by the diplomat and then performed mean centering of the variables to
generate interaction terms. In accordance with the advice provided by Aiken and West in 1991,
mean centering was utilized to reduce multi-collinearity between the interaction term and its
component parts.

In the rare instances where absent values occurred in the organize variables, we used median value
replacement to prevent data loss resulting from not there values in variables that were not essential
to our hypotheses. Regarding the variables dependent on self-report, missing values usually
resulted from respondents' ignorance of the solution. Regarding the objective financial
performance measure, missing data indicated that information from Dun and Bradstreet was not
available.

3.4 Results:

The means, alphas, and association between the variables are shown in Table 1. Given that the
organizations' median employee count is 104, it appears that many of them are rather small. This
suggests that senior managers or the CEO are probably in a good position to evaluate how well
HR procedures are working. In just 43.1% of the companies, there was a single person solely in
charge of HR. Interestingly, when compared to companies without a formal HR position, this
group did not statement appreciably dissimilar levels of HR practice efficiency.

Table 1. Means, standard deviations and correlations for study variables
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6. Multinstional ~ 0.1520.3600.282** 0.002 20.010 0.127 0.083
{HE)
0229
7. HF. practicas 0.3544.331 0.027 20.031 20.037 0.011 * 0.256%*
{HE)
Effectivamses: 017
I HFEP 3.3620.631 0.047 0.086 20.024 0.048 * 0.140* 0.522*
{HE)
Effactivamses:z 0.672
o HFP 3.483 20,052 20.040 20.003 20.050 20.010 0.047 0.070 0.100
{CED)
1. Effactivanass 1.807 0.446 0.025 20.08%6 0.003 20.008 0.012 007 0118 0.102 0.072
Agrsement
0.539* 043
1L Quality and 3.5950.423 0.070 0.104 20.060 0.017 0.039 0.208** 0.203*+ * " 0.018
Commitment
n.L36* 0.187* 03M*
11 Quality of poods’ 3.977 0,550 0.083 2* 0.0%6 20.111 0017 ©0.125 0.150* * d 0.073 0.280**
Serve
b 0.17E* o2 0.322*
13. productivity 3.5170.622 0.128* 20.006 0.001 0.114 20.014 0.056 0.057 * d 0.039 0.430%* *
14, Labwnr bamever (HR) 20,207+ 20. 1 9o+
.39 0.7510.200** 0.100 0.030 0.09F 20.080 20.150* 20.111 20.03120.1B0**20.082 0.036
0.213* 0. 266
13 Financial 3.653 0.722 0.150* 20071 0.071 0.082 0.013 0115 0.131* * 0.164* 0.056 0.200** Q.47+ 0.048
Performancs
DProfit/employas 20.061
L6.{£) 447 4339 0.185* 20,075 0.07T 0.208**20.028 0.340** 0.17B* 0.142 0.065 0.042 0.219** 0.025 0.176* 04455

Notes: Based on a matched sample of CEOs and HR managers, *p, 0.05, **p, and 0.01. N %4 237
for variables 1-9, 15, 16, and 20 at the univariate level. For the other variables, N varies from 208
to 236 based on the missing values, with the exception of profit/employee, where N %4 180. Chief
executive officer/senior line manager responses are under HR, and vice versa.
(Downloaded by [University of Guelph] at 02:48 31 August 2014)

The CEO or HR manager wrote the report, which contrasts companies with and without a
specialized HR specialist. To determine how well CEOs and HR managers agreed on the value of
HR, intra-class correlation coefficients were calculated. With ICC (1) =0.093 and ICC(2) =0.170,
Table 2's results suggest that the HR effectiveness evaluations have relatively low agreement
compared to the organizational research literature's normal ICC(1) rating of 0.12, as reported by
Bliese (2000). The lack of agreement within the groups was further supported by the fact that a
one-way analysis of variance (ANOVA) failed to find any significant differences across the
organizations. Therefore, before investigating a consensus measure, the study treated the
effectiveness judgments of CEOs and HR managers as independent variables. In this instance.
There was a noticeably higher degree of agreement among the four subjective outcome measures,
which is why a composite score—that is, the average of the CEO and HR management ratings—
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was used in later analyses. These values are higher than both the Bliese (2000) average and the
Judge and Bono (2000) cutoff point of 0.20 for rater agreement.

According to Hypothesis 1, results would be more significantly impacted by HR practices' efficacy
than by their sheer existence. Two methods were used to assess the hypothesis. First, a succession
of linear regressions were used to look at the existence of HR performs and their efficacy as
assessed independently by CEOs and HR directors. This allowed us to discover which had a higher
beta weight and more significant effect on the R-square value. Second, to determine which of these
variables had a more noticeable, distinct impact on the results, they were pooled into a single

regression.
Table 2. ICC values for the metrics CEOs and HR managers completed.
ICCI ICC2
HR effectiveness 0.093 0.170
Financial performance 0.332 0.498
Labour productivity 0.272 0.428
Quality of products/services 0.268 0.423
Quality and commitment 0.249 0.399
Table 3. Regression results examining associations among HR performs, HR efficiency
and results.
Quality and com- Quality of goods/ Labour productivity Labour turnover Financial perform- Profit per employee
mitment N % 237 services N % 236 N%4236 N215 acne N 14 236 N¥4180
Controls (HR)
Organization 0.015 0.159* 0.101 0.259%** 0.126 0.027
Size
Services 0.096 20.184 %% 20.024 0.083 20.077 20.077
TU density 20.042 0.065 20.030 0.049 0.035 0.041
HR post 20.015 20.209** 0.072 0.003 0.009 0.160*
Staff association 0.026 0.000 20.042 20.101 20.020 20.088
Multinational 0.203** 0.108 0.022 20.214%* 0.080 0.330%**
R™ 0.057 0.090 0.023 0.104 0.037 0.165
F 2.302* 3,793k 0.902 4.04% %4 1.448 3.67Tr**
HR practices (HR) 0.267*** 0.133* 0.063 20.149* 0.125 p 0.124 p
R2 ) 0.119 0.106 0.027 0.124 0.050 0.178
Change in R 0.063%* 0.016% 0.003 0.020* 0.014 0.014 p
F 4.439 i 0.889 4.186%** 1.724 5.326%%*
HR effectiveness 0.480%** 0.164% 20.173* 0.204** 0.112
(HR)
HR effectiveness 0.436%** 0.209% ==+ 20.068 0.145* 0.045
(CEO)
R2 ) 0.504 0.204 0.099 0.139 0.102 0.179
Change in R 0.447%%* 0.113%+* 0.075%** 0.035* 0.066*** 0.015
F 28.958 7.259%** 3.103** 4.174%%x 3237 4,668+ **
HR practices (HR) 20.008 0.035 20.045 20.074 0.015 0.085
HR effectiveness 0.484 %+* 0.174* 0.186* 20.137 p 0.196%* 0.071
(HR)
HR effectiveness 0.436%+* 0.275%%% 0.209%%* 20.067 0.145% 0.044
(CEQ)
R2 o 0.504 0.100 0.143 0.103 0.184
Change in R™ 0.385%%* 0.019 0.052%* 0.006
F 25.632 3.806%++* 2,869+ 4.261 %+
Table 3 — continued
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Quality and com- Quality of goods/ Labour productivity Labour turnover Financial perform- Profit per employee
mitment N % 237 services N %4 236 NY4236 NY215 acne N Y4 236 N%180
Consensus 20.068 0.005 0.006 0.014 0.009 20.008
R2 0.508 0.205 0.100 0.143 0.103 0.184
ZC
Change in R 0.000 0.000 0.000 0.000 0.000 0.000
F 23.378%%+ 5.785%** 2.500** 3.414%k% 2.573%* 3814k
Consensus 20.060 20.022 20.039 20.012 20.068 20.002
HR effective- 0.055 0.004 0.041 20.069 0.116 0.096
nests(HR) £ HR
Effectiveness
(CEO)
HR effective- 20.042 20.062 0.072 20.100 0.123 20.010
nests(HR)
£ consensus
HR effectiveness(- 20.020 20.060 20.053 20.057 0.061 20.048
CEO) £ consensus
HR effective- 0.071 20.041 20.044 20.111 20.035 0.110
nests(HR) £ HR
effectiveness(-
CEO) £ consensus
R2 - 0.513 0.208 0.111 0.155 0.125 0.194
Change in R™ 0.005 0.004 0.011 0.012 0.023 0.010
16.722%++ 4.156%** 1.1964* 2.629%* 2.258%* 2.845%%*
Quality and com- Quality of goods/ Labour productivity Labour turnover Financial perform- Profit per employee
mitment N 4 237 services N %4 236 NY4236 Nv215 acne N Y4 236 NY4180
Controls (HR)
Organization 0.015 0.159* 0.101 0.259%** 0.126 0.027
Size
Services 0.096 20,184%= 20.024 0.083 20.077 20,077
TU density 20.042 0.065 20.030 0.049 0.035 0.041
HR post 20.015 20.209%* 0.072 0.003 0.009 0.160*
Staff association 0.026 0.000 20.042 20.101 20.020 20.088
Multinational 0.203** 0.108 0.022 20.214%* 0.080 0.330%%*
R™ 0.057 0.090 0.023 0.104 0.037 0.165
F 2.302* 3.793%x* 0.902 404444 1.448 5.67Tr*
HR practices (HR) 0:267*** 0.133* 0.063 20.149% 0.125 p 0.124
R2 i 0.119 0.106 0.027 0.124 0.050 0.178
Change in R”™ 0.063%* 0.016* 0.003 0.020* 0.014 0014 p
F 4.439 3.850%x* 0.889 4.186%k* 1.724 5.326%**
HR effectiveness 0.480%%* 0.158%** 0.164* 20.173* 0.204%* 0.112
(HR)
HR effectiveness 0.436%** 0275%%% 0.209*** 20.068 0.145*% 0.045
(CEO)
R2 N 0.504 0.204 0.099 0.139 0.102 0.179
Change in R 0.447#%% 0,11 3%k 0.075%** 0.035% 0.066%** 0.015
F 28.958%#* 7.259%%* 3.103#* 4.174%4% 3.237%* 4,668+
HR practices (HR) 20.008 0.035 20.045 20,074 0.015 0.085
HR effectiveness 0.484%*+* 0.174% 0.186* 20.137 p 0.196%* 0.071
(HR)
HR effectiveness 0.436%** 0.275%4% 0.209%** 20.067 0.145* 0.044
(CEO)
R2 o 0.504 0.205 0.100 0.143 0.103 0.184
Change in R~ 0.385%%% 0.099%#:* 0.073%** 0.019 0.052%* 0.006
E 25.632 6.456%4* 2.789%%* 3.806%* 2.869** 4.26] *+*

Notes: up, 0.10, *p, 0.05, **p, 0.01, ***p, 0.001 are the notes. based on a CEO and HR director
matched sample. With the exception of labor turnover (information by the HR director) and profit
per employee (provided by Dun & Bradstreet), dependent variables are the total replies from the
CEO and HR manager. HR managers' reported independent variables, unless otherwise noted.
Chief Executive Officer: Also known as Senior Line Manager.
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R 2 change evaluated in comparison to the model with controls.

R 2 change evaluated in comparison to the model, which includes controls and HR procedures.
R2 change measured against the model taking into account controls, HR efficacy, and HR
practices.

Table 3 presents the pertinent findings.

The first hypothesis is highly supported by the results. When compared to other companies in the
same industry, the efficacy of HR procedures is more closely associated with employee attitudes
and behavior, the caliber of the goods and services, labor efficiency, and financial presentation
ratings. This is due to variations in R-square. Profit per employee, a more independent metric,
defied the hypothesis by showing a modest correlation (p < 0.10) with HR practice but not with
HR efficiency. HR performs no longer show a substantial impact in a combined regression analysis
that takes into account both HR practices and their efficacy.while the efficiency—as judged by
CEOs and HR directors—continues to be highly correlated with the four subjective effect
measures, albeit very weakly (p < 0.10) with labor turnover and uncorrelated with revenue per
employee. These results provide compelling evidence that HR success ratings are more
significantly correlated with effect than HR practices alone.

According to Hypothesis 2, CEO efficiency evaluations would be more strappingly correlated with
results than HR director’s ratings. Table 3 contains the pertinent findings. The influence of HR
managers' beta weights on employee attitudes and behavior, labor proceeds, subjective financial
presentation, and revenue per employee is clearly higher than that of CEOs' beta weights,
regardless of the statistical significance of these connections. Only when it comes to the subjective
assessment of labor efficiency and the excellence of goods and services do CEO evaluations show
greater beta weights. Thus, there isn't much data to back up the theory that CEO evaluations of HR
practice efficacy are more directly related to results.

According to Hypothesis 3, agreement on the efficacy of HR practices would show higher
correlation with results than both managers' high effectiveness ratings. We used three first-order
communication conditions and our second-order contact term (which reflected compromise and
effectiveness level) after our consensus measure (which examined the impacts of consensus,
independent of agreement level) to evaluate this hypothesis. Higher consensus levels do not appear
to have any discernible effect on any of the outcomes, according to Table 3's data. Furthermore,
the interplay between high levels of efficacy and consensus has no discernible effect. It's important
to note that the individual measures of CEO and HR management effectiveness are still significant
in the same situations as they were earlier to the foreword of the agreement calculate.

According to Hypothesis 4, efficacy would show a higher relationship using closer measurements
as opposed to farther ones. The information shown in the tables above supports the idea that the
strongest correlations are seen between management evaluations of employee attitudes and
behavior (more especially, quality and commitment) and effectiveness. Labor turnover comes in
second closest. For HR managers, this association is important, but not for CEOs. The beta weights
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show that, in the case of HR directors, the achieve sizes are greater than the association with profit
per employee but smaller than the connection with employee attitudes and behavior, which is
parallel to the subjective presentation effect. The financial metric is the most remote of the three
variables used to evaluate comparable performance, but among HR managers, it has a stronger
correlation with HR efficiency than the caliber of the products and services. CEOs' perceptions of
the quality of goods and services, efficiency, and comparable financial success are all more
strongly correlated with HR effectiveness. This fits expectations more closely. In conclusion, there
is some evidence to support this theory.

4. Discussion:
Stakeholder analysis was used in this study to examine the connection between HRM and
performance. It investigated the opinions of CEOs and HR managers about the efficacy of HRM
and its relationship to different results, both individually and jointly. This study also looked at the
possibility of combining feedback on HR effectiveness to produce a consensus metric, which
evaluated Bowen.,Ostroff's., (2004) theory of a robust HR scheme in part. Based on arguments
made by A major emphasis was made on assessing the efficacy of HR practices because it has
been shown by Hustled et al. (1997), Wright, Nishii (2006), and Khilji, Wang (2006) that the
implementation of HR practices and their effectiveness have a greater influence on results than the
existence of these procedures alone may differ in terms of application zeal and quality amongst
management tiers.
This study demonstrated a relationship between HR efficiency and practices with a vary of results.
Interestingly, no discernible and substantial correlation was found for profit per employee.
Notably, a bigger sample of 610 HR managers was taken into account, and it was discovered that
there was a substantial correlation between the number of HR practices and their efficacy to affect
every outcome, including profit per employee. This expands the evidence to HR effectiveness and
supports previous findings for HR practices as reported by Combs et al. (2006) and Boselie et al.
(2005).
The first hypothesis of the study recommended that the efficacy of HR practices would be
additional significant than the simple existence of HR practices in deciding on results, got a lot of
support. All scenarios showed a stronger benefit from effectiveness, with the exception of profit
per employee, underscoring the need for further research to take effectiveness into account.
The study's second goal was to investigate the hypothesis that CEO evaluations would show a
stronger correlation with results than HR managers' assessments by comparing the views of CEOs
and HR managers regarding the efficacy of HR practices. This theory was not supported by the
results. Based on the amount of beta weights, there was a stronger correlation between the
effectiveness assessments of HR managers and "objective" metrics of labor turnover and revenue
per employee. There was no discernible verification of a higher correlation between staff attitudes,
behaviors, and comparative performance metrics and results for CEOs or managers of HR. The
study begs the question of whether HR managers or CEOs are more qualified to make these
evaluations, and it is still unclear what criteria are used to determine effectiveness.
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Examining Bowen and Ostroff's (2004) theory of the HR system's strength was the third goal of
the research. Consensus was measured by the conformity among CEOs and HR directors, but the
study revealed no proof that agreement regarding HR effectiveness had an impact on results.
Furthermore, there was less indication that the interplay between efficacy and agreement affected
results, raising questions about the validity of consensus as a gauge of HR effectiveness.
The low degree of conformity amongst HR directors and CEOs regarding the efficacy of HR
strategies was one unexpected conclusion. The research conjectured on the causes of this
discrepancy, such as the possibility of various efficacy attributions, which may have an impact on
attitudes and behavior. It was proposed that frontline managers' and employees' agreement might
be more important in determining HR efficacy.
The ultimate goal was to look at how HR effectiveness affected different outcomes, with the theory
being that the relationship would be stronger for outcomes closer to home and weaker for those
farther away. This hypothesis received some support from the data, which showed that employee
attitudes and behavior had the strongest correlation with HR effectiveness. The degree of
correlation between labor turnover and subjective ratings was found to be similar among HR
managers, however it was not as strong among CEOs. Profit per employee, the most distant result,
had the poorest correlations, especially among CEOs.
Ultimately, this study offered inconsistent, feeble, or no support for the theories. It showed little
consensus between HR directors and CEOs regarding HR efficiency, even while it confirmed a
relationship between HR efficiency and a variety of effect, with HR effectiveness consistently
showing a stronger connection than HR procedures. This calls into question Bowen and Ostroff's
model's use of consensus. Though consensus may not be as important, common perceptions
regarding the beneficial effects of HR practices on outcomes were noted, suggesting that HR
effectiveness plays a key role in influencing outcomes.

5. Limitations and future research:
The unique aspects of this study are the data it collected on HR practices and HR effectiveness, as
well as the way it analyzed a great example consisting of CEOs and HR directors. In doing so, it
addressed two of the three essential fundamentals required to carry out an exhaustive analysis of
HR effectiveness.. Therefore, the goal of future research should be to include an assessment of
implementation efficacy in the same investigation.
Knowledge of likely performance results is one drawback of cross-sectional research. It can affect
how efficacious something is perceived. Future study should, if feasible, use independent
performance measurements and longitudinal studies to lessen this effect.
According to Bowen and Ostroff's (2004) definition of compromise, our results did not show
important communication between consensus on HR efficiency and effect, indicating that
compromise may not be a crucial variable. This consensus test, however, was lacking since it
ignored other aspects included in its definition, such as employee evaluation preference and views
of fairness. As a result, future studies ought to aim to evaluate the model more thoroughly and
using a wider variety of assessment sources. Bowen and Ostroff's model could potentially be
evaluated with the help of qualitative case studies, as the ones Stanton et al. (2010) presented.
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6. Conclusion:
This study has underlined that HR usefulness frequently bears additional weight than the simple
existence of HR practices and has shown how assessments of HR effectiveness are linked to
results. However, there was no discernible correlation found between the outcomes and the

compromise on HR efficiency, which was utilized in this context as a partial test of Bowen and
Ostroff's idea of a robust HR system. The study also exposed extremely low levels of conformity
with regard to HR efficiency.
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