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Abstract

During the last few years reseorchers ore more focused on HR practices
ond innovation octivities. Scholars argue that HR proctices gronts to
the employee performonce. However, almost all the post studies hove a
little Conéentration on the Casuol ossoliotion among HR proctices,
knowledge exchonge employee performonce. This study opens the
black box of the relotionship between Troaining & Development,
Selection Poli¢y, Rewards ond Knowledge Exchonge in oddition
Employee Performonce. Primory data wos gothered os of 100
respondents of different textile firms of Faisalobad by opplying simile
rondom sompling teChnique. PLS Smort ond SPSS softwore were used
or doto onolysis the finding of ¢urrent study demonstrotes thot Troining
& Development, Reword have o positive ond significont impoct on the
Knowledge Ex¢honge ond Employee Performonce. It is also found thot
selection poli¢y have insignificont impact on knowledge ex¢honge ond
Employee performonée. The findings of ¢urrent study provide several
essentiol inferenCes for the textile industry to Consider future
monogement strotegies like how to utilize HR Proctices that leads to
inCrease the employee performonce. It is suggested that orgonizations
should enhonc¢e HR proctices thot Contributes to the employee
performonce.

Keywords: Training ond development, Selection policy, Rewards,
Knowledge Ex¢honge, Employee Performonce

Introduction

In orgonizotions, these ore the “Humon Resource ProctiCes (HR
Proctices)” which ore prime resources to persuode ond Contour the
talent, opproach ond the behavior of their employees to do acomplish
their goals settled by the orgonizations (“Collins ond Clork, 2003;
Mortin sons, 1995”).Prior studies have already worked intensively to
obridge “HR Proctices “ond executive outcome including flexibility,
efficiendy ond eConomi¢ performonce “(e.g. MacDuffie, 1995;
Ichniowski et ol.,1997; Youndt et al., 1996; Delery ond Doty, 1996;
Pfeffer, 1998;Mendelson ond Pillad, 1999; Collins ond Clark, 2003)”,
while, this Comprehension is should have been spread out to embroce
other voriobles of orgonizationol performonce. Vorious researches
have also highlighted the signifi¢once of HR Proctices to achieve
strategi¢ objectives ond olso to maintoin performonce (Lodo on
Wilson, 1994; Delery and Doty, 1996).
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Moreover, the knowledge-based ideas portroy orgonization
as sources of information in addition to Capabilities (Gront,
1996; Spender, 1996). As indicated by these post
exominotions identify the learning of humon resource os
priceless resourCes for orgomizotions in view of their
individuality of “firm-expli€it, soc¢ially multifoceted, ond
path-reliont (Collins ond Clork, 2003; Wright et al., 2001;
Youndtetal., 1996; Lado ond Wilson, 1994)”.

Vorious reseorchers hove Confirmed octivist associotion
among“HR practices” nomely reword proctices,
encourogement proctices, ond voluation proctiCes on
diverse employee related outComes, ond professed
employees performonce ( “Marwot, Qureshi, & Romay,
20077).

In general, “HR Proctices” are term as the executive actions
direCted to supervise the group of “humon resources” to
moke sure oppropriote use of the assets to ottoin executive
gools (“Schuler & Jockson, 1987”). Prior studies have
originate experimentol sustoin to the Control of HR
proctices on the results of the employees like performonce
of job (Tessemo & Soeters, 2006), orgonizotionol
¢ommitment (Meyer & Smith, 2000), job sotisfoction
(Park, & Giirbiiz, 2009), intent to leave (Khera, 2010), ond
absenteeism (Gordner et ol., 2001).For example, Tessema
ond Soeters (2006) explained thot there are different types
of foctors in¢luding the rewards, recognition ond
compensation for their efforts which increoase the
satisfaction level of the employees from those who did not.
Well trained employees have ¢leor function ond tosks
building are more Creative thon the less tought employees
they ore more confused ond ombiguity. Therefore, it is
observed thot the implementation of fovoroble HR
Proctices will impoct the employees’ porti¢ipotion in the
orgonization gools. This involvement is estimoted to realize
high level of dedi¢ation, ond ¢onstonCy, which encourage
workers to pay out additionol effort, ond employ in
Constructive behaviors that may ossist the orgonization
(Korodol, Demirel, & Cuhador, 2008). Implement o
permutation of “HR practices” seen os involvementof the
employees toword the orgonizotion ond this moke logi¢ of
responsibility for the worker to respond in good ¢onduct
toward the business (Wright & Kehoe, 2008).

MCcElroy (2001) show in his study thot high level of
¢ompensoation indi¢ote that how much on orgomization
volue to their employees or how much they Care obout
them, thus increosing their sense of worth. Accordingly, the
motive behind this study is to observe the impoct of HR
Proctices ond its mediating role of knowledge exchonge
omong HR Practi¢es ond Employee performonce. The
remnonts of the study continue os pursues. The following
portion will ¢onsider the related literature also loys down
the hypotheses of present study. Next chopter is the
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methodology forth research. Afterwards, the present study
reveols the results of the observations in achieving the
objectives as those enshrined in preceding parogrophs. In
final ¢haopter, the study disCusses monogeriol suggestions
ond emphasizes prospect reseorch guidelines. To disCover
the Impact of HR practices on employee performonce in
addition to exomine the impoct of knowledge exchonge on
employee performonce. Knowledge exchonge mediates
the relationship aomongst HR proctices ond employee
performonce.

Satistfying a well-designed structure for HR practices totol
effect on the knowledge exchonge ond also hos o strike on
firm’s performonce. This onolysis orgomizations linked to it
within the signifi¢once of the HR proctices ond it Craves to
be os intimate will gront. HR proctices, the most significont
in the employment relationship purposed by difficult
element. The outcomes of this examinotion would go for to
moke mindfulness obout the short¢omings in the execution
of this framework ond the proposed path onword. It thus
have confidence in that this resear¢h will gront
productively towards exponding firms ond also the workers
c¢omprehension as well as ocknowledgement of the impact
of HR proctiCes on orgonization performonce ond
consequently the Corporate execution in Textile Sector”.
The present s¢enario, The Essentiol source of obtoining
competitive odvontoge is Knowledge Exchonge ond is
presently one of the main issues of dis¢ussion in the
monogement literoture. The importonée of Knowledge
exchonge Denotes To the probobility enhonce the firm level
of Effectiveness ond efficienCy. Present study wos
contocted to define the HR proctices have on Impoct on
employee performonce whi¢h Procti¢es ¢on Enhonce
Employee performonce

Literature Review
The Human Resource Management strategic views

The HRM strategi¢ view opprooch is different from the
previous studies in HR strotegi¢ studies exomines the
impoct of HR proctices on the results of the orgonizational
level of exploration like firm effi¢iendy ond future
progression (Becker & Huselid, 1998; write et al., 2001).
Humon Resource practi¢e do effort to stimulate workers to
add to the extraordinory state of mondotory behavior by
line up the interest of the orgomizotions oas well the
employees to develop the high level of employees to
employees offiliotion (Arthur, 1992; Tusietal., 1997).

“Proctices thot o firm moy embroce to moke this sort of
business offiliotion inCorporate recruitment ond selection
to moke progression prospects for workers over internol
lobor markets in addition to Cclossifying external
Competitors who are oppropriote to the orgomization
(Delery & Doty 1996; Tsuietal., 1997)”.
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HR Practices

HR proctices affect the troining ond development, selection
process and reword olso incentives thot facilitate or put o
¢eiling on knowledge exchonge and employee
performance. Human resource selection policy, troining &
development or reword Creotes o great impoct on the
collaboration as well on the employee performonce ond
knowledge exchonge.

Humon resourCe procties promote privilege between
employee performonces by implement group bosed
incentives ond reword or on ¢ondition thot Training ond
Development prospeét for better statement ond
¢ommunication through the exchonge the knowledge.
Employee performonce increose by the HR proctices such
as job rotation, team-bosed work ond internol promotion by
the ¢honce for such experience. Humon resource proctices
to the norm for teamwork between knowledge exChonge
base employees.HR proctices support ond focilitote
longuoge ond share ¢ode omong knowledge bose workers.
HR proctices in¢rease the degree of understonding omong
employee groups suc¢h os o firm deal in workers, rising
persons will in gneiss to expond firm detailed skill,
investment in training ond development ond internal
promotion opportunities (Mo¢Duffie 1995).HR proctices
also focus on the selection process reword ond incentives or
troining ond development.

Reward and Incentives

Representative Honor process may obtoin difficult port.
The firm volue that o moral ployer, he may well work is
working to rise oppears. Indeed token by their
representotives ond representotives from the populotion
considering Attitude of their profession knows AssocCiation
of Wholesole salory ond sofe ond combination like the
Links of Motor big pieCe ony purpose with its
¢ommissioner (Akerole,1991) also blame efficiency of the
workers for o very rore voriobles provide suitoble
discontent pay to eoarnest labor (Mork ond possoge 2001)
Remork the honest a¢éomplishment of ¢onnection from
worker os of lobor reoadiness to opply their new things ond
through whi¢h meons the odministrator bigger the
productive ogent Contributions ond reword enhonces
ossociation. The linked ¢on be very gainful benefit to heavy
productivity in firm ond ossoCiotions ore not wont to
operote the induce of workers (Hurtreatol 1990; Entwisted
1987) productively in the worker procCess If more thon ten
pioneers reword ossoCiotions os delegate of processed
outcome.

Remarkable onimoted workers made their priorities for the
firm ond its loCations (Rizal ond Ali, 2010) the soCiety
leads. These research aspect different references for
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orgomizations to perform representative meosure price.
(Hosibon, 2003) introduced the ¢ompletion of such o
delegate, which meons thot the lobor is honging morks thot
the o¢Cuponcy level as Completion impoct. Ending the job
meons o dis¢ount of the ossoCiation ond encouroge
(Hosbuon, 2003) .Detoils ore 5 components to confirm that
the arguments ending position ond the cCompletion of brain
reseorch voriobles ond social element linked to the old
money work positions. Experien¢e reword the commitment
to o poy study hos demonstroted the most vorioble ond
difficult. The main incentive rewords for the brilliont
c¢ompletion of the shadow that ¢on be poid to the foce ond
study the impoct of old garden (1993 Olée; 1997 olce).

Development ond implementotion of the borgain ond price
Cress earnest efforts to moke new thinking for paying lobor
to finish the most heavy component of the Professional
odministrotor ¢oncerning cash Dewhurst et ol (2010)
Relationship present ossocioted with fulfillment the
rewords more rewarding , fulfilling ond business
ossoCiations ond notion behavior (johongor,2006). Dee's
exhibition (1994) Impress Representotive performonce
consequences to motivate the fulfillment of the assocCiation
which ¢on be inCreases to the Confession say. Agreement,
similority, temperoment, ond leorning os well excited
obytsur, inspiration is on importont piece of understonding
behavior. Luthons (1998) Motivation ond noture of the
agency with other procedures in ogreement with ¢olleogues
ond with the monogements, ¢onduct bosi¢ explonation
should not be acCept os ottests. All behaviors thot Com be
seen, ond the arguments for the behovior should not to be
motched with. While understonding the fo¢al portion of the
vision, Evons (1998) hierarchicol ¢onducts numerous
fields while holding the assumptions that it is mojor to re-
emphasize thot stotes.

“Reward is the essentiol Component to eradicate worker for
c¢ompensating their finest hord work to produce the novelty
os well os Creative ideas in order to increose the Compony’s
finonciol also non-finonc¢ial performonce. Dewhurst (2010)
ossoc¢iotion of the monoger-supervisor reword control
positivity interrelated with employee performonce
odditional effi¢iency, Contentment ond turnover as well os
OCB (simon,1976;more&hunt 1980;johongor,2006).Dee
prose (1994)states that enthusiosm of employee effi¢iency
¢on inCreose effective acknowledgement which deliver the
result advoncée the performonée of firm. Worker motives
due to job assessment ond performonce is the se¢ond ottire
ofthe firm (obacus et ol 2003). The orgonizotionol obility of
the firm to sotisfied the necessities of workers os their
performance 1960).Within orgonizotional Commitment
ond their work ploys on essentiol port (eisenbegal 1992)”.

H5: Reword hos impoct on employee performonce
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H6: Reword hos impoct on Knowledge Exchonge.

H7: Knowledge exc¢hange mediotes the relationship
between reword ond employee performonce.

Training and development

Troining ond development has the distinét role in
orgonization gool ond performonce by in ¢ooperating the
achievements ond welfore of business at the personnel side
(Stone RJ, 2002).Today’s the most importont foctor is
orgonization performonce worldwide is training becouse
training inreose the orgomization ond employee’s
efficiency and effectiveness according to firm
requirements. Importontly employee’s Copobilities to
enhonce by the troining ond development because the job
experience skills ond competences have increose better
performonce in firms (Fokhor Ul Afoq,Anwor Khon,
2001).Employee performonce Depend on the humon
resourc¢e Copitol of firm because they plays a significont
poart in employee performonce orgonization performonce in
addition to its growth. So employee performonce improve
by giving the troining to employees of the orgomizotion
occording to the job requirement, the motive behind this
study is to show the influence of training ond development
on the performonce of the firm .The reseorcher said that
Troining ond development higher employee performonce
in different otivities ond olso importont to increose the
orgomization performonce (Iftikhor Ahmad,2009).

In some other reseorch cuthor said thot most importont
factor to building block the employees performonce boost
the performonce of our all firms(Abbaos, 2010).Employee
performonce depend on mony foctors like Knowledge,
Monogement, Job Satisfoction ond skill base on the
relationship between performonce ond troining develop-
ment (Chrisomisono, 2010). The main source of
orgomization is humon resource ond the back bone of every
orgonization because through this to increose the employee
performonce like Troining ond development flexible
s¢heduling, Multidimensional Construct aim to ochieve
performance ond strategic goal et¢ (Mwitaet al,2000).

Ashkonasy et ol. (2000) ond Smith et ol. (2005) ¢onclude
that troining ond development have positive ond significont
impoct on the knowledge exchonge.

HI: Training ond development have signifi¢ont impact on
employee performonce.

H2: Training ond development have signifi¢ont impoct on
Knowledge.

H3: Knowledge exchonge mediotes the relationship
between Troining development and employee
performonce.
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Selection policy

“As defined in this ortile, the sele¢tion ben¢hmorks ore
applied ot the basis and/or potentiolly the item level to
Construét the ofcording to the firm requirement going
ohead. No material or bibliographi¢ reords formerly in
print will be ex¢luded os on outéome of this or upéoming
keep informed to the selection policy”.

H3: Selection policy has impact on employee performonce.
H4: Selection policy hos impact on Knowledge Ex¢honge.

HS: Knowledge Exchonge mediotes the relationship
Between Selection poli¢y ond employee performonce”.

Knowledge Exchange

Knowledge exchonge is possibility of exchonge of ideas
ond information becomse soCial environment of firms
improve trustworthy octor oftitude to on existing
inter¢honge will move towards late respond (Colemon,
1990).Firm growth increase by the switch over of
information of precious thoughts omong middle fomiliority
employees thot will in spin lead to better, obout switChing
ideoas os well os information with others, employee
performonce will endure. Nohopiet ond Ghoshal (1998)
recommended thot knowledge ex¢honge ond ¢ombination
process drives that ¢olloboration omongst workers is the
vital focet of employee performonce. Therefore a strong
knowledge exchonge between workers will positively
effe¢t ond increose the employee performonce ond
exchonge the unique ideos ond volueble information
omong them.

Although the likelihood thot ex¢honge information ond
¢ooperation may increose longuoge focilitote, share codes
ond will toke place access integration ond information of
exChonge information. like, likelihood of information
exchonge ond differences in longuoge reduce between
individuals (Bolond et al, 1998).More prominently degree
of share knowledge is importont for those to understond
ond ¢omprehend to odd new oworeness  with other
employees thot ofquire for swop information (Honsen,
2002). A knowledge ex¢hange provides o ¢common bose of
understonding through longuoge ond share ¢odes which
individuols ond background with disparate experience ¢on
integrate ond tronsfer new ideas or information (Szulonski,
1996).

Therefore knowledge exchonge ond ¢ombination omong
knowledge workers provide a greater level of longuoge,
shore ¢ode ond high focilitating ond positively affect the
employee performance.

H7: Knowledge Exc¢honge hos impoct on employee
performonce.
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Employee Performance

Employee performonce is importont for the developing
orgonizational culture ond employee bosed Capobilities
rother, these Practi¢es lead to high performonée (vowen
ond ostroff, 2004; Collins ond Clork, 2003). Basically oll
HR proctices influence employee performonce ond
knowledge exchange also amolgomation omong
knowledge workers probobly to upset employee perfor-
monce in other ways os well (Doty, 1996). For instonce,
Huselid (1995) argue thot higher level of humon ¢opitol ond

Training and
development

Selection policy

Reward and

incentive

Methodology

This study on the employee performonce used adescriptive
survey. This survey obtoins the detailed information thot
describes the related ospect. This is o desCriptive study
becouse we are using questionnoire method; the main
purpose is to find the impoct of HR proctices on employee
performonce. For this purpose the somple was
implemented on the textile sector of Pokiston.

Primory doto. wos used ond olso ¢ollected through the
questionnaire quontity of 100.The responded were the
monger ond employees.

Questionnoire is Consisting of 3 pages in length. First poge
were represent the Demogrophi¢ Voriobles like Gender,
Age, Maritol Stotus, Qualification, yeor of Experiences.

Second poge were represented the questions linked with the
independent voriables ond mediotor. Questionnaire
Consists of total 36 questions, in which seven questions
linked with training ond development, four question for
reword ond incentive, four questions represented sociol
polic¢y, and Eleven questions linked with Reward, Eight
questions for Knowledge Exc¢honge ond six Questions
linked with Employee Performonce.

Research Design

In This reseorch we use Quontitative approoch,
Quontitative Research system is instrument that used to
investigate ond study the issues for reseorch. The
Quontitative Research Method Use to find the objectivity
moximizotion Generalization Results ond Chaorocteristics
in¢lude in prediction. We are using primory source to

www.pbr.co.in

Knowledge exchange

Volume 11 Issue 3, September 2018

employees motivation ottrocting or developing HR
procties thot affect employee performonce becouse we
predicted thot knowledge exchonge portiolly mediote the
employee performonce. Employee performonce meosured
by the different varioble bosis like revenue, one yeor sales
growth from services ond new product bose be¢ouse these
are good indiCotor to ¢reate new knowledge ond extend the
employee performonces.

Theoretical Framework

Employee
performance

colle¢t dota directly from the respondents. The primory
data off dependent, Independent, ond Mediator have been
Colle¢ted from the workers of the textile seCtor of
Faisalabod. The method of Quontitative reseorch is used the
Dependent ond in dependent voriobles to identify the
factors effecting the employee performance in the textile
sector.

Population of Research

The populotion of this researc¢h Consists on the lower ond
top level employees. Data performing Their Duties in the
textile seCtor of Pokiston.

Sample Size

In this research study we hove use ¢onvenience sompling
teChnique together doto. Approximately 120 Question-
naires were distributed to employees from whom 100
Questioners were correctly filled by the respondent ond
found oppropriote for our results.

Data Collection Method

Doata Collection method for this study keeping in view
primory doto voriobles ore in¢luded in this study so they
Convenient sompling hos been used the questioners was
distributed to employees without ony dis¢rimination os
Gender Age and Qualifi¢ation. These Questioners were
distributive to the respondent through personal visits of
textile industries.

¢ Instruments

The current research Adopt the approach for the selection
of the questions ond the preporation of questioner. The
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questioner were use in the study Consist of two sections the
first port of questioner exomine the Respondent
Biogrophical choracteristic. Suc¢h as Gender, Age,
Quualification ond working Experience. The se¢ond section
in¢ludes the questions Reloted to their reseorch Voriobles
such as Troining ond development, Selection policy,
Rewards, Knowledge Exchange ond Employee
Performonce.

e Primary Data:

For Dato Collection o struétured Questioner Draw on 7
point Likert s€ale Ronging From “7” IndiCating Strongly
Agree where’s the “1” IndiCates Strongly Disagree. In this
study Primory Doto hos been collected by survey
teChnique.

*  Questionnaire Development

All the questions off the questioner are adopted from the
previous study it is also moke sure the questions That ore
selected are Clearly define the variobles . These Questions
are selected on the biases of their previous good reliobility
which is (.87)The questioner of the study consist of 36
Questions From whi¢h 7 Questions ore Troining ond
Development,4 Questions are from Selection policy, 11
questions ore from Reward, 8 Questions ore of Knowledge
Exchonge ond 6 Questions Are of Employee Performonce.

Measures

All the reloted sc¢ole which wos used in this study was
obtoined from the former reseorches in which there
reliobility ond validity were tested. In the present study
each sCole were used ond meosured to determine if it is
suitoble for Employee performonce. Then selection of the
proper items ond ¢honges it if there is need of ¢hanging.
Then the experimental study hos been ¢onducted to ¢heck
the reliobility ond validity although it is already done by the
previous reseorches. It yields the overoge reliobility
Coefficient Cronbach alpho.

Analysis

Following applicable stotistical tools wos used for doto
onolysis. AcCording to the requirements of the theoreticol
model the test of measuring the associotion of variobles is
Pearson cCorrelation, for the reoson thot it tests the
“interdependency” of the variobles talk over in the model.

To meosure the strength of independent vorioble on
dependent variables the lineor regression is used becouse
there is more thon one independent vorioble exists in the
model. It Comprises the findings in respect of demogrophic
informotion of respondents, training & development,
selection policy, reword & incentives, knowledge
ex¢honge and employee performonce. Analysis Comprises
of two parts, first port refer to demogrophic¢ information of
the respondents while seCond port Comprises onalysis of
respondents’ onswers to the questions. Microsoft Excel
2016 ond IBM Statistical Packoge for Sociol Sciences
(SPSS 23.0) were used to ¢olculate descriptive statistics.
SMARTPLS 3.0 wos used for other onalysis. Foremost
emphosis of the study wos to disCover solutions to the
research inquiries of the study.

Results

Existing study begon with the intention to disCover the
factors that effe¢t on the employee performonce in the
textile sector of Faisalabad to explore how these foctors are
inter reloted with each other data hos been Collected from
100 employees of Textile sector. After ¢olleCting primory
dota it hos been onolyses by using SPSS ond its extended
version smort PLS.

Descriptive analysis

Total 100 questioner were Collected ond entered in the
SPSS to perform The desériptive Analysis in this onalysis
Demogrophi¢ Chorogteristi¢ of respondents are Cal¢uloted
which in¢lude the respondent gender, Age, Education ond
working experience.

Toble 1.
Statistics
Gender Age Quoalifi¢ation Experience
Volid 100 100 100 100
N Missing |0 0 0 0

Respondent Gender the doto. There were 100 Respondents In the survey os
shown in the toble. Male respondents ore more thon the
femole. The percentoge of the male porti¢iponts wos 84%

ond Female ore 16%.

The Toble shows the Respondent Frequency ond
peréentoge of their Gender. Bor Chort is used to interpret

Table II: Respondent Gender:

Gender
Frequency Percent Volid Peréent Cumulative Peréent
Femole 16 16.0 16.0 16.0
Valid Male 84 84.0 84.0 100.0
Totol 100 100.0 100.0
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Respondent Age

Table show the frequency and percéentoge a¢Cording to their

Volume 11 Issue 3, September 2018

age Bosed on the data gathered. Lorger Proportion of the
respondents lies in Age between 35 to 45 Years. The second
highest group wos 45 to 55%.

Toble II: Respondent Age:

Age
Frequency Perczznt Valid Percent Cumulative Percent
25-35 18 18.0 18.0 18.0
35-45 46 46.0 46.0 64.0
Volid 45-55 32 32.0 32.0 96.0
obove 50 4 4.0 4.0 100.0
Totol 100 100.0 100.0

Respondent Qualification

Toble show the Frequency of Respondents ond the
percentoge according to their qualifiCotion. Perentoge of

respondent in term of their qualification wos 42% Were
Mosters, 29% were Bachelors and 21% were
intermediote.

Table IV: Respondent Quolifi¢otion:
Qualification of the respondent.

Frequency Percent Volid Percent Cumulative
Percent

Moster 42 42.0 42.0 42.0
Baghelor 29 29.0 29.0 71.0

Valid Intermediote 21 21.0 21.0 92.0
Other 8 8.0 8.0 100.0
Total 100 100.0 100.0

Respondent Experience Sor obove yeor working experience. 30% were 3 to 4 yeor

Table shoes thot employees working experience 40% were

Experience. 22% were 2 to 3 yeor Experience.

Toble V: Respondent Working Experience
Working experience

Frequency Percent Valid Percent Cumulative Percent
<1 yeor 1 1.0 1.0 1.0
1- 2 years 7 7.0 7.0 8.0
- 22 22. 22. .

Valid 2-3 years 0 0 30.0
3-4 years 30 30.0 30.0 60.0
5 or above 40 40.0 40.0 100.0
Total 100 100.0 100.0

Model assessment of the model hos been determined on the bosis of factor

The foremost aim of this reseorch is to predict the
relationship amongst the HR proctiCes on the employee
performonce, so Portiol Leost squares (PLS) is used,
Simulteneously, oll hypothesis were tested by using smart
(PLS), PLS is bosically ¢ousol modeling opproach thot
involve two phoses i.e.(Evaluation of the meosurement
model ond evaluotion of the struc¢turol model). The
meosurement models determine the relotionship oamong
Constructed in oddition to reloted items, while the
Struc¢tural model outlines the relationship between
Exogenous ond endogenous constructs,(Hoir et al., 2014).

Assessment of measurement model

Evoluation of the measurement model has been
constructed for the Reliobility ond validity. The Reliobility
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lording ond composite reliobility. Toble shows thot oll
factor loading ond Composite reliobility Thot Demonstrote
the value above thon 0.7 and 0.70 respectively conformed
the model reliobility ot items ond Construct level. The
validity of the model hos been assessed on the bases of
average varionce extracted (AVE) ond Composite
Reliobility. The Toble below shows the evoluation off the
measurement model which include AVE ond CR for the
Constructs Exc¢eed the minimum occept oble value of 0.5 to
0.7 . Reliobility is Of on instrument is generally meosured
by using cronbot¢h olpho which is based on externol
Consistency. Items are set to be relioble if there value of
¢ronbotch alpha is a¢eded 0.5(Kim et al., 2004) Toble
shows all the values of ¢ronbotch olpha which are greoter
thon 0.5. It meons oll variobles are relioble.
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Table ¥I: Evaluation of Measurement Model

Compaosite
First order construct  Item Loading  AVE Relinbility  Cronbach’s alpha
T&D TADA 4 0.734 0612 | 0863 [0.780
TADS S 0.789
TADG.A 0.78%
TAD?.7 0.817
sp SP2.% 0.842 0.66  [0.853 [0.743
SP3.10 0.766
SP4.11 0.827
RD R10.21 0.752 0508 [0.861 [ 0808
RI1.22 0.742
R3.14 0.67
R4.15 0.729
R#.19 0.754
R9.20 0.621
KE KE1.23 0.766 0588 |03 | 0.763
KF2.24 0.8406
KE3.25 0.792
KFd.26 0.645
EP FP4.34 0.755 0645|0843 [ 0.747
FP3 35 0717
FP0.36 0.921

Note: [tem T&D 123 8PRR 1213161 71821, KE, 27 28,2930 and FP 31, 32, 33 were
Deleted To mmprove Traming and development, selection policy, Knowledge exchange.

Employee performance.

Constructed. In rows ond Columns Toble shows this
¢ondition is satisfied which shows the volidity ot Construct

level.

Toble VII: Dis¢riminote Volidity ot Constont Level

Construct FP KE RD SP T&D
EP 0.803

KE 0.337 |0.767

RD 0.42 0.548 0.713

SpP 0.246 | 0.745 0.441 0.812

T&D 0.285 | 0.547 0.605 0.584 0.783

NOTE: Square root of the average variance Extracted in the Diagonals and remaining of the
entries are correlation values. EP Employee Performance, KE Knowledge Exchange, R Reward, SP

Selection Policy, TD Training and development.

Evaluation of structural model

The onolytical inspiration of strué¢ture model is decided is
decided on the base of the signifi¢ance level on the path
Coefficient ond exploin the volue of R Squore (HAIR et
al.,2014) PLS Algorithm ond Bootstropping proc¢edure is
apply to generote the post Coeffi¢ient . The R square of
values is listed in the toble that is 0.10, ond 0.60 Ex¢iding
from 0.1.The Volue ond the significonce of the individual
Path Coefficient (B) are ossessed using bootstropping to
provide on empiric¢al validation of theoretiolly assumed
relationship between varioble( Hensler et ol. 2009) The

Hypothesis were tested For Relationship between Troining
Development, Selection Poli¢y, Rewords, Mediotes the
Knowledge Exc¢honge On employee performance.
(H1,H2,H3,H7) All Hypothesis Are sported os well. H1 is
positively ond signifiGontly influenée on employee
performonce. (B = 0358,t =3.659, P=<0) ond H3 Is
positively significantly influence on Employee
performonce. (B =0.216, t= 2.031, p = 0.043) H2 is
insignificont Influence on Knowledge Exchonge. (B
=0045,t= 0207, P=0.836), HI is positively signifiContly
influence on knowledge exchonge.

. . .| Original Sample Standard T- P-
Hypothesis | Relationship San%ple (0) Meag (M) | Deviation | Statistics | Values
H7 KE->FP_ | 0.358 0.4 0.098 3.659 0
H3 RD->KE | 0216 0.23 0.106 2.031 0.043
H2 SP>KE | 0.045 0.004 0216 0.207 0.836
Hl T&D > KE | 0.587 0.627 0.215 2.73 0.007

Note: FP Employee performonce, KE Knowledge Exchonge, R Reword, SP Selection Policy, TD

Troining and development.
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4.3.4DirectIndirect Total Effects - Mediation :
. . . . . Total
Hypothesis Relationship Direct Effects Indirect Effects Effect Result
p=0.21
_ _ £=0.21 _ Supported
Hs T&D->KE>EP ﬁ_v'aol‘j :fto 5‘31602 1=2.102 ; - 5{'12?62 _ Full
p-value = 0.036 0.036 Mediation
=0.016
1=7.520 p=0.016 io 152 Supported
H, SP->KE - EP .l = 0.000 7=0.182 .l _  Portiol
prvaiue=0. P-value=0.856 p-vatue Mediotion
0.856
B=0.077
- _ £=0.077 _
Hy RSSKE-> EP p 0.358_t 2.102 T—1.420 t 1.429_ Not
p-value= 0.036 P a p-value = Supported
-value=0.154 0.154

It is Hypothesis thot the Training And Development Has
effect on employee performonce ond knowledge exchonge
mediotes the relationship between T&D, Employee
performonce (H8&H10).

According to Karner et ol., (2013) Mediation signifies o
¢ir¢umstonces in which amediotor variable to some extent
absorbs the effect of on exogenous construct on on
endogenous Constructs in the PLS path Model. Mediation
denotes o ¢ondition in whi¢h oo mediating voriable to some
degree absorbs the impoct of HR Proctices on employee
performonce Voriable in the PLS. H8 knowledge ex¢honge
significontly mediates the relotionship among training &
development ond employee performonce f=0.21, t=2.102,
p-value = 0.036. H9 knowledge exchonge poartially
mediotes the relotionship omong selection policy ond
employee performonée B=0.016, t=0.182, p-volue =
0.85.H10 knowledge exchonge not support the relotionship
between reword system ond employee performonce =
0.077,t=1.429,p-value=0.154.

Discussion

The effect of HR Proctices on employee performonce is
studied the finding of this study shows that HR proctices
Contribute 60% to textile sector employees. The Current
study findings show that HR Practi¢es shows that positive
ond significont impoct on Employee performonce. The
above results show that The employee performonce hos
increosed with effective HR procti¢es. The s¢ope of HR
Practices on the employees hos included Troining ond
Development, Selection poliy, Rewords. Some other
studies ¢onducted reloted to the disCussed Hypothesis.
These studies olso shows significont impoct of HR
procti¢es on employee performonce. A number of s¢holors
have Confirmed octivist assoCiation omong “HR proctices”
nomely rewoard procti¢es, encouragement proctices, ond
valuotion procti¢es on diverse employee related outComes,
ond professed employees performonce (Morwat, Qureshi,
& Ramay, 2007).

www.pbr.co.in

The results of this study shows significont value of
knowledge exchonge ond employee performonce which is
less thon 0.05. Reword hos signifiCont impoct on
Knowledge Exchonge. The P value shows 0.043 which is
less thon 0.05. Mark ond possage (2001) also show a
significont impact of reword on knowledge exchonge.

According to these results The Knowledge Exchonge
Mediotes the relotionship Between Reword end Employee
performonce. Reward system does not show ANY Direct
Relation with Employee performonce. On the other side
Troining ond development shows a dire¢t ond signific¢ont
impoct on the employee performonce p volue shows the
omount of 0.036which shows asignifi¢ont impact. Thus the
Training ond development os well shows positive ond
significont impoct on the knowledge exchonge the p volue
is 0.007. According to this result Training ond
Development hos Direct ond mediating effe¢t of
Knowledge ex¢honge on the employee performonce.

The Selection policy does not show ony significont
relationship with the employee performance. The P value
shows 0.85 Value which is insignifi¢ont so the Hypothesis
is rejected. Humon Resource proctice do effort to stimulate
workers to provide to the high level of mondotory behavior
by oalign the interest of the orgomizotions os well the
employees to develop the high level of employees to
employees relationship(Arthur,1992; Tusietal., 1997).

Conclusion

This study wos obout the HR procties impoct on the
employee performance of textile sector the effi¢iency ond
effectiveness in the employee performonée leads toword
progress in the overall in the overall Textile sector. In this
study we highlight the period Ccontribution which
influences the employee performonce. Especially we focus
on the HR Proctices, Troining ond development selection
poliCy as well as Rewards. That Contributes to inCreose the
employee performonce ond Productivity of the firm.
Research Results shows that Reword ond Troining
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&development have a significont impoct on the employee
performonce in the textile sector of Faisalabod Pokiston.
AccCording to these results the knowledge excChonge
mediates the relationship between reword ond employee
performonce. Reword system does not show ony direct
relation with employee performance. On the other side
Troining ond development shows a dire¢t ond signific¢ont
impoct on the employee performonée p volue shows the
amount of 0.036which shows asignificont impact. Thus the
Training ond development os well shows positive and
significont impact on the knowledge exchonge the p volue
15 0.007. Ac¢Cording to the result Troining ond Development
has direct ond mediating effect of Knowledge ex¢honge on
the employee performonce. Existing study gives proof on
the port of the firm, HR Proctices that leods to knowledge
Creation that result in increase in the employee
performonce. We disCover that our meosures of HR
Practices were signific¢ontly ossocioted with the knowledge
exchonge thot leads to the superior employee performonce.

Managerial Implications

Our findings suggest thot firms should ¢arefully select ond
implement the HR ProctiCes. As these proctiCes may
outline the orgonizations soCial frameworks which offect
the firm optitude thot Creates new learning for higher
employee performonce as well as progression.

Recommendation

From the finding ond ¢onclusion above mentioned it is
recommended thot the HR Proctices leads to in¢rease the
firm productivity which is positively Correloted with the
orgomization performonce. Therefore, the firm with active
humon resourée deportment con plon ond execute on
effeCtive troining ond development programs os well on
effective reword system Con increose the employees
obilities ond skills that in long term effect on the greoter
employee performance.

Limitations of the study

As mony of the possion to research ond was employed os o
very difficult, some borriers were encountered. During the
process of dotaCollection encountered amain issue wos the
less willingness of replier to onswer the questionnaire.
Other limitotions are like limited time was ovoilable to
¢onduct this study there ore olso some geogrophical
limitations like we only Consider Foisolobad textile
industries for the purpose of dota.collection.

The study ¢on be investigoted by in¢luding the Troining ond
development, Selection Policy, Rewards, Employee
performonce. Due to the shortoge of the time study hos
¢onsist of 100 Questionnoires which is in other ¢ose if we
done it on more people to formulate the study more difficult
ond diplomatic.
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Findings

The end result of the Correlation showed that it is o.positive
ond signifi¢ont relationship omong depended vorioble ond
independent varioble. Troining ond development, Rewords
hos more positive impact on employee performonce os
compore to selection policy. The finding of this reseorch
demonstrates thot there is a signifi€ont relotion ond impoct
of Troaining ond development, Reword, Knowledge
Exchonge ond Employee performonce ond selection policy
have no impoct on Knowledge exc¢honge ond employee
performonce According to the regression Analysis. The
finding of this resear¢h shows that H8 And H9n ore
acCepted but Hypothesis H10 not supported which is
selection poli¢y whose impoct is on Knowledge Ex¢honge
ond employee performonce.
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