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Abstract

Even though extensive research has been conducted on the potential that workers have on the productivity and profitability of a firm, not many scholars have based their findings and analysis with the use of the Shapley value tool. There is a possibility that Human Resource (HR) functions do have a positive impact on a firm's productivity, and the study aims at deducing both supporting and contrasting evidence concerning the same. The study below offers a detailed introduction of the status quo concerning Human Resource Management and offers a brief view of the papers and the objectives of the study. The literature review provides a detailed analysis of previous works building on the work of Huselid (1995) and others. The segment offers a preview of how other scholars felt and discovered the link between Human Resources practices and organizational performance. Most of the study is supportive of the idea that the Human Resources department and its practices correlate with the way a firm is performing, and it is mostly a positive one and that an improved Human Resources Management system would offer even better results. Little empirical data is availed by the review, which is why the paper details an investigation carried out in the field within the methodology and the data findings and analysis segment. The study collects data from about 160 participants, all working as employees or Human Resources officials in several companies within Canada. The findings are elaborated, and the discussions offer views based on the findings by the study. A conclusion offers a simplified summary of the research where Human Resources practices appear to correlate positively to organizational performance and, in some instances, negatively. The recommendations segment issues options of the steps the current Human Resources managers need to take to increase the efficiency of the department and the need for the installation of a strong and advanced innovatively and technologically Human Resources Management system. The study will also form a basis on which future researchers can base their studies.
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Introduction

The Human Resources departments have, for a long time, attempted to illustrate the value of their work and map it to the performance of the organization. The department is one of the most significant aspects of a company, given that it's the workers who help the firm to run its operations and achieve its objectives. The adoption of an excellent human resource management system has appeared to offer several firms a competitive advantage over their rivals. Over time, firms are getting to recognize the potential that the workforce has and the impact that is reflected in the company's performance. There is a need for the management to develop clear and precise practices that see the human resource reach optimum productivity for the firm to have a competitive edge over its rivals in the industry. With this in mind, the hiring departments are required to conduct extensive research to try and identify the existing relationship between the practices of the HR and the way the entity is performing. This desire by the officials in the HR to show how much value the workforce has on the firm has been depicted by researchers for years with studies on the subject extending for a long time. According to Drucker (1994), the human resource department often finds itself wondering about the lack of data to show that the workers are making some contribution to the company and the same concern is also raised by Stewart in his book Taking on the last Bureaucracy (1996) where he states that the HR officers only use wannabe, unquantifiable and trendy words to try and show the impact of the workers to the firm's profitability and therefore not outlining any clear evidence of the correlation between the two (Stewart, 1996). Following these longstanding criticisms, researchers have responded through burgeoning analysis aiming and deducing the fact that adoption of HR practices that are progressive and advanced do indeed result in the organization performing better. One of the researchers who managed to derive a positive correlation between turnover, market value, and profitability with high-performance work systems is Huselid in 1995 when he conducted a study on the subject. More attempts have been made after him, and the results have depicted a similar situation based on how the human resource helps the firm, and this is run against different measures of a company's performance. The analysis below looks to empirically test the HR practices and how they are performing in today's world and then offer an opinion on whether there is a correlation between them and the performance levels of the firm.    
There are several measures that analysts can apply in showing the correlation between a firm's assets and its performance in the market. In this study, we mainly focus on using the Shapley value as the method of analysis in depicting causality with HR practices and the performance of the firms being analyzed. The Shapley Value is a classical method used to derive the influence that a given coalition of factors has on the end product (Calvert, 2018). In our case, the coalition will consist of the several HR practices that the managers put in place and the end product is the profits or returns that the organization attains that can be in one way or the other, directly or indirectly associated with the practices in question (Lal & Anjana, 2015). The methodology will be used to show the relationship between different firm's performance measures such as profitability with the human resource personnel. The game theory tool has been used to help derive associations between different factors. Still, there have not been many efforts to try and do so concerning labor and profit relationship. The advantage of using this approach in analyzing the data is that it helps determine the point contribution for several functions as well as their contributions in the long run, unlike other analytical tools that mainly sum upon the functions and only show a summated result. The Shapley value works best in deriving a relationship for our case study, given that it determines the distribution of the gains and losses of multiple functions within a system (Calvert, 2018). The paper will also combine the methodology with other analysis designs to help form a conclusive opinion on the condition of existing HR practices and then offer the need to develop a more advanced management system with pointers on the areas to focus on. 
[bookmark: _Toc33043403]Objectives of the study
The main aim of this research is to build on previous studies and show the correlation between the functions of the human resource and the performance of the firm. The paper aims and offers evidence-based conclusions on the matter, unlike other previous studies, and consequently advice the (Human Resource Management) HRM on areas to sustain and those to improve for better results to be achieved. The study hopes to identify the inefficiencies in some of the HRM systems in the market and the impact that they post on the performance of the organizations being studied. The analysis done in this paper will partially focus on previous literature deducing what prior researchers have found out regarding this matter. The paper will also look for data from different organizations and analyze it to make conclusions. The HR causal chain is one of the concepts that the paper reviews and uses to gather the required data. The aim of the study is not to fully test the mediation model of the HR causal chain but to improve on the operational performance and the profitability level of the firms. It's an important topic to explore given that it offers the department of HR with the potential to assume plausible decisions, and it impacts performance due to the motivation that it gives to the workers.     
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Human resources management and the practices and policies that this department adopts have been analyzed over time with researchers looking to determine how employees influence the operations of the firm and how their practices affect the firm's performance. To offer a more informed conclusion of our study, we review what prior studies document on the subject matter.
This section factors in the research by other scholars on the topic of Human Resource practices and what they bring to the firm. Several studies contain data regarding this matter, and one of them was done by Wright et al. in their article in the year 2003. According to the article, firms are continually discovering that the workers within their organization do play a key role in helping the organization stay competitive. The study figures out that the existing statistics show that indeed HR practices do impact a firm's profitability, but most of them don't indicate the processes via which the practices create value (Wright et al., 2003). This article acknowledges the findings by Huselid (1995) managed to derive a relationship between HR practices and a firm's turnover, market value, as well as profitability. In the study, the author collects data from a sample of 968 firms where he investigated the number of workers who worked in these organizations and were working in a high-performance system. The study aimed at drawing a connection between the work that the workers were doing and the return on assets that the firms recorded. Wright et al., argue that Huselid's study is the one acted as a basis for follow-up research on the subject matter. 
HR practices were depicted to relate positively to profitability by a study done by Doty and Delivery (1996). who used detailed data from a couple of banks in the US and then tested the theory using the configurationally, contingency, as well as the universalistic approaches. Similar results were obtained by Ferrando (2019) when the other looked at how the practices by the human resource department influenced productivity and turnover. The finding was that once a firm adopts an HR practice that requires workers to be actively involved in most of the activities of the firm, the result is increased productivity, reduced turnover, and the correlation is thus positive. The impact of these practices also extends to the quality of the product and service that the firm produces, whereby a positive relationship is depicted in most cases. Human resources practices also do relate to operational performance, and this has been mainly discovered in the manufacturing industries (Wright et al., 2005). 
Based on these studies' results, one can certainly indicate that there indeed is a positive relationship between human practices and the way the firms are performing. The only problem with these studies is that they lack adequate methodology for showing clearly how the efforts of the worker can be linked to the revenues of the firm or any other performance measuring metrics. There is little research using detailed design to attempt to rigorously prove the hypothesis that human practices and especially the advanced ones do bring about improved performance. These research analyses do manage to deduce the existence of value creation concerning HR practices, but they fail to elaborate on the process through which this occurs. The studies in question investigate this relationship between HR activities and the performance of the firm using cross-sectional analysis in their design.
With this in mind, we may make assumptions such as the HR practices have a positive impact on organizational performance, but lack of clear links in the evidence opens the possibility of the reverse being true and untested (Wright et al., 2003). Scholars have analyzed the relationship between the practices of the HR department, and the firm's performance, and the approach that the study takes is the causal order. Proper evidence can be derived for this subject matter by exploring a causal chain via which these practices map into the performance of a firm and the necessary conditions that the firm needs to be operating in for a valid deduction to be adopted. Empirical data needs to be used to increase the validity of the conclusions. Previous studies have outlined the need for researchers to conceptually and theoretically depict how a worker will influence a firm's performance. Upon the elaboration of the model, the study will look for data based on the selected methodology to show how valid the hypothesis being researched is. Combining the theory and the actual data regarding the impact of human resources in performance are the two conditions that any researcher needs to meet for their conclusions on an existing relationship to be valid. 
There are those researchers that adopt the notion that there does exist a direct relationship among HR practices, which influences the workers’ operating structure, and the profitability. To depict this, some variables need to be evaluated, and they include the employees' productivity, creativity as well as their efforts meant for increasing efficiency in their field and consequently result in improved performance by the company (Wright et al., 2003). The impact of the HR practices will be identifiable initially into the value created on the product or service the firm is delivering, in the profitability and growth of the firm once the products are submitted to the customers, and then the effect on the market valuation of the firm due to changes that improved productivity causes the firm to have. A couple of these earlier researchers approach the research using the job performance theory which states that when it comes to evaluation of the influence the workers have on the firm, it should be evaluated by analyzing their behavior since it is their actions that will impact the performance of the organization and they can perform the task that facilitates the attainment of the goals the organization has set. The employees' behavior to be analyzed in this approach will include both those that form part of their jobs as well as those that are not associated with their prescribed duties, and their impact could either be positive or negative.  
There are three main categories of job behavior that researchers have often evaluated, and they include the in-role behavior, the extra-role behavior as well as the counterproductive behavior. The in-role behavior, as the name suggests, are those that are expected of an employee, and they are well prescribed in their job description. They include the activities that one is required to do, and it often forms the basis for analyzing the particular worker. The extra-role behaviors are those that one assumes outside their requirements but have a positive impact on the organization and the performance of the employees in their main role. The counterproductive behavior is the opposite of extra-role behavior, given that their impact on the performance of the individual and generally to the organization is negative. 
When looking at how HR practices are impacting an organization, it would be worth analyzing the employees based on these behavior classifications and determining how they are manned and if controls need to be installed, especially in cases where the counter-productive behaviors are prevalent (Wright et al., 2003). An excellent HRM system and an advanced one for that matter should ascertain that the extra-role behaviors are accommodated and used as a basis for promotion and job enrichment. In contrast, the counter-productive ones should be reduced to the minimum. 
One author who elaborates this subject further is Delery in 1996, and he specifically focuses on the measures of performance that can be used in this analysis (Delery, 1996). According to the study, these measures could be broken down into four, which include employee outcomes, financial outcomes, organizational outcomes, and market-based outcomes. The employee outcomes measure is concerned with the way the practice has on the employee personally concerning their behavior, their attitude, and their desire to stay or leave the entity. The other measure is on organizational outcomes that look at the changes, improvements, or decrease in productivity or quality within the normal operations of the firm once the new practices have been installed or once changes within the HR structure have occurred. Financial outcomes are measures that are quite complex to associate with the HR practices, unlike for the employment outcomes and the organizational outcomes, which can be simpler to map. The financial measures will include profits, revenues, and expenses that are associated with the staff and the practices being used. The measures based on market outcomes are harder to associate with HR practices, and they look at the value that a worker has placed on a product or process and the results on the firm's stock valuations and such. 
Analysts have argued that the value of a firm in contemporary times has its basis in the HR functions, and these functions include hiring, training, promoting, and evaluating the workers. Organizations and industries have been changing, and this has resulted in a change in human resource practices as well (Conway, 2016). The change is mainly attributed to the changing technology, which has seen the reductions of the labor force significantly and the automation of most activities, and this makes it hard for data to be gathered over time about how the HR practices are relating to the firm. 
Noe (2017) argues that there are firms that are using HR as their main source of competitive advantage. He argues that Human Resource practices have been discovered to be quite productive and that managers are adopting advanced level performance measures to make sure that the workers are as productive as possible. Noe (2007) states that HR functions have been progressing with specific costs via resources such as e-learning, which adopt the incorporation of modern technology. The advanced HR practices do impact the firm's profitability, but they also come with associated costs, such as the installation of these new systems. The cost of running the HR activities is supposed to be evaluated against the value created as a result of their presence, and this is to say that firms should consider adopting a particular HRM system if it benefits the firm to outweigh the costs. A firm runs a risk of incurring HR-related costs, which may turn up to be unnecessary and inconvenient. Without a proper strategy, the HR department could find itself offering training sessions that turn out to be unnecessary and excessive. The cost of hiring lowly skilled employees and then conducting rigorous training so that they can fit into the firm's level of performance may be higher than just highly fully qualified workers who will dodge directly into the tasks allocated to them without unnecessary training costs. The traditional systems of managing the workers' progress required personal supervision by the HR officers but with the development of online management systems, having too many officers may not be necessary anymore. 
Otherwise, they will just be paid but without any basis for being there since a cheaper method of monitoring can be adopted despite its high initial installation cost. Human resource practices will have a negative link to the performance of the organization if the HRM system is inefficient, and this is one of the considerations that managers in these departments need to consider when establishing a new HRM system. In the current market, the use of software that keeps all the employees' records concerning attendance, availability, targets, performance, and schedules seems a reasonable approach and an advanced HRM system should be such so that costs are minimized, and the correlation between these practices and the profitability of the firm is increased.             
There are those authors who argued that the management of the HR department does plan the resources that they have uniquely to the type of structure that the organization has. According to Wright (2005), the management also plans the resources concerning any needs that the employees may have. The author here tries to outline the fact that it's not necessarily all HR practices that will be profitable for the firm and that some can even be too costly if not installed properly. Wright states that the process of planning the human resources for the firm can fail to achieve its objective in case the HR manager does not focus and get the right person for the job using the tools and equipments. A good example is where instead of the firm spending funds in training workers so that they can perform exemplary, perhaps the right and qualified workers who will not need training can be hired in the first place. When it comes to the analysis of the human resource and the associated practices, it may be tricky due to the possibility that the practices may have unnecessary costs, which will mean that the full impact of the practices on the firm may not be captured. It's quite possible for the employees to lose interest with employee training which will lead to funds being used with no impact on productivity and these are some of the issues that can cause variances in the findings of a researcher trying to locate the impact of HR practices and the performance of the firm. Cost controlling should be a primary concern for any management, which would require that only the necessary training is done so that roles are controlled via recruitment of the right people for the job, and this will reduce the level of turnover that firms are experiencing. A standard hiring practice that takes into account these factors would most likely depict a high level of profitability for the enterprise. Such a practice would keep in mind the changes in technology and the measures needed to ensure that the current workers don't become redundant and causing the firm huge unnecessary costs.                
The main method of analysis this study looks to adopt is the Shapley value point, and in combination with the causal validity, researchers argue that it results in recognition of how HR is driving profitability. It's quite clear from what researchers are saying that HR practices are more impactful once the workers can make individual adjustments. Watson (2002) showed an analysis of data from 51 corporations with human resource practice, which relates to the profitability level and the productivity of the workers, and the findings were that the HR practices do relate to the profitability margin but showed no relation to workers productivity. Similar intuitions were depicted by Guest et al. 2003, where the data showed a correlation between quality HR practices with improved profit margins but less correlation to productivity. Other scholars such as Koys (2003) developed a hypothesis that HR practices do impact the employees' behavior as well as the general outcomes in the long run. The relationship that is clear here is that when the margins of the firm can be attributed to the workers, they are motivated to work even harder, and so the correlations will continue to be present.    
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Methodology

Under the literature review segment, we discovered that for one to be able to deduce a relationship between the human resource department and its practices with the performance of the firm, they need to look at the four main measures of performance. This is one of the bases for this study in which case study will look at how a practice will affect an employee outcome, which will then impact the organization's outcome, then lead to financial outcomes and then finally the market-based outcomes. Authors call this the HR causal chain, which will be incorporated into the methodology to help deduce conclusions for this study. The design that this paper chooses helps in demonstrating the causal impacts of the human resource practices, and the aim is to show the influence on the proximal outcomes as well as the far-reaching outcomes. The analysis of the causal chain is essential since it has been seen to act as a motivator for the workers, and it also pushes them to generate more profits for the firm. The installation of the causal principle leads to increased profitability, given that the HR practices will be valued. The reason for using the causal principle in this research is that it gives the workers a chance to make their own decisions on how to improve and make adjustments in the performance of the firm as well as its operations. The HR practices are coupled with the causal chain, and they end up focusing on how the firm can manage its employees, resulting in increased productivity. The principle is applicable in helping address the quacks that the current operations have and possible methods of improving them.   
In this chapter, we explore the analytic functions and other functions that can be used to relate the human resource with the profitability levels of the firms and how it can be utilized to make a positive change in the firm's operations. Normally, not all features assume a similar role once a model issues a prediction for observation, in which case, some will have a higher correlation coefficient while others will be irrelevant. What researchers do is that they will test the implications depicted if the features are considered to be absent and how big the change is associated with the feature's importance. The investigation of a single feature at a time indicates that the dependency between one feature and the next is not accounted for, and what happens is that the explanations or the conclusions made could be inaccurate. The approach that this paper adopts takes into account this limitation and consequently inspects the changes in the prediction for a given subset of features, and then the results will be combined to form a single contribution for the different features.
In this research, we are looking to map profits to the company's performance, and the Shapley value happens to be an excellent option. The design is a classical method that helps in the mapping of profits and also outlining how important individuals are among the fourth party coalition in the supply chain, and this is based on the ration of value-added profit allocation. One can depict the Shapley value as an average marginal contribution where each party would be considered part of a coalition.             
The analysis wishes to collect data from about 20 multinational corporations across the globe from different industries. The paper will look at measures for evaluating the subject matter which will start by the review of the costs and advantages as well as the profit improvement matters for the HR practices, and it's from here that the Shapley value tool will come in place to help create a model to find profit contribution of the HR practices.   
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Selecting a proper HR practice for the firm will lead to cost avoidance, and it will also result in increased work efficiency. However, with this in mind, the researcher needs to make accurate approximations of the said costs and profits incurred. The approach we are using will look at individual HR actions or features and later combining them as one to give a unique measure.  
The Shapely value can be applied to the regression-based methods that are used to decompose changes in wage distributions. The method is used in remedying the dependency path that is exhibited by existing approaches to computing the contributions due to changes in sample observable features and changes in the return of characteristics.
The reason why we picked Shapley is that it will help us deduce the expected marginal amount that a single factor contributes to the coalition, and in this case, it's the HR practices (Abing et al.,  2018). This is to say that the value can be used in expressing how the workers are influencing performance. The Shapley value has three bases or axioms, which include the following:  
The first relates to symmetry, and it states that the impact of each factor is only influenced by its contribution to the game and cannot be affected by its preference or status.  
 Number two regards efficiency, and it stipulates that a reward by a game needs to be distributed among all players.
The third assumption is about aggregation, and it states that a player present in two games will receive an allocation that is an aggregate of the contributions in both.  

[bookmark: _Toc33043407]Shapley Value Model 

The Shapley value model goes like this: 
For every factor or participator i, the Shapley Value determines an average of the contributions made by i to all the coalitions, and the equation below depicts this.  
Q=S=NS-1!n-s!n! {vS-vS-i}
Q is the Shapley Value of factor i, and it is an aggregation of the contributions that the i's make to the entire coalition where they can be found;
N stands for the set of potential participants;
S represents the cooperative coalition, and it includes participant I; 
v represents the profit gained due to the coalition consisting of multiple participants;  
v(S-{i}) is an expression for the maximum possible gains by the S coalition which may not include i;
〖(S-1)! (n-s)!/n!〗 is a representation of a situation where i joins the S-(i) coalition.
Concerning HR practices and the relationship with the firm's performance, the coalitions to look at are those of an entity and its human resource department, and we will use (1, 2) as references to the coalitions between them. V1 will be used to represent the profit of a firm when the HR practices remain unchanged, and no innovations are adopted. V2 will be used to represent the firm's profitability or any associated improved performance once advanced HR practices are installed.

As per the Shapley Value model stipulates, the reward of V1 (Q1) in the coalition is:
PQ1=1/2{V(1)-V(Q)} + ½{V(12)-V(2)} 
The reward for V2 will be: 
PQ2=1/2{V(2)-V(Q)+1/2{V(12)-V(1)}
In our case study, the coalition will consist of five different factors, which are considered essential as HR practices and how they help impact profitability; they include employee motivation, result-oriented appraisals, career management system, awards and rewards, and finally, organizational culture. Each factor will be broken down into minor elements to help elaborate on the factors even further. The performance level of the HR practices can be well elaborated on why they are disintegrated and looked at individually and from the employees as well as the HR officers' point of view.   
Given this model, we decided to collect data to determine the Shapley value using the formulas above. To gather the necessary data, we collect information from 20 different companies across Canada and from about 200 employees belonging to these firms. The study team focused the sample on HR as well as HRM officials well known to be working in these organizations, which are among the leading enterprises in the nation. The information was gathered mainly through stratified random sampling, and the analysis took into account both the primary and the secondary data recorded. Primary data came from the responses given by the interviewees, as well as the information retrieved from some of the companies' financial data. The secondary information was retrieved from materials previously published concerning the topic, and this included magazines, the internet, company websites, and other scholar's research publications. Structured questionnaires and forms were used to collect, and document data from the participants and interview schedules ensured that the data collection process was smooth and with little bias. To be able to gather information from the interviewees, the study team made questions relating to how well the firm was doing and how much of this would be attributed to any changes, improvements, and efficiencies in the HR departments. Over 200 questionnaires were issued from which 160 were returned, indicating an 80% response rate. The information from the participants serving in HR offices was important, given that they would issue a better analysis of the link between the HR system and the companies’ performance.  
The information collected was categorized into two variables: dependent and independent variables. The independent variables were five, and they included motivation of employees, appraisals, which are result-oriented, awards, and rewards, the organizational culture, and finally, the career management system. The dependent variables comprised the perception of the employee of organizational performance.     
The research that our team conducted was motivated by an assumption of a hypothesis that a worker's productivity is the center of the management for people. The exhibit provided below illustrates the results received from the study once the information from interviews and the questionnaires was converged and recorded.
The tables below illustrate the data collected based on a scale of 1 to 5 on how the participants felt about the impact of these different factors on the performance of the organizations.

 
Table 1: Presentation of participants responses on the impact of different factors  
	Factor
	High-Value Means 
	Aggregate 
	Minimum
	Maximum 

	Employee motivation 
	Agree that employee motivation is present  
	3
	1.5
	5

	Appraisals-result oriented
	Agree that there exists result-oriented appraisal 
	2
	1
	5

	Career management system
	Agree that there exists a career management system
	3
	2
	5

	Awards and rewards
	Agree that there exist awards and rewards 
	2
	1
	4

	Organizational Culture
	Agree that there exists an organizational culture 
	3
	1
	5



Having recorded the statistics in table 1, table 2 presents correlations between variables included in the analysis.
Table 2: Correlations among the HR practices as well as concerning overall organizational performance
	No:
	Variable
	1
	2
	3
	4
	5

	1
	Employee motivation 
	
	
	
	
	

	2
	Appraisals-result oriented
	0.58
	
	
	
	

	3
	Career management system
	0.54
	0.4
	
	
	

	4
	Organizational Culture
	0.3
	0.47
	0.35
	
	

	5
	Awards and rewards
	0.56
	0.34
	0.64
	0.36
	

	6
	Performance
	0.5
	0.52
	0.7
	0.2
	0.65



The table results are consistent with our predictions of the correlation between the variables of interest and performance. As per the table, the factor that appears to be impacting organizational performance the most is the career management system, while the one that seems to have the lowest impact is organizational culture. The installation of an efficient career management system that promotes training and increases the competency of the employees appears to have a significant impact on the workers since they can create a formal plan for their career. Appreciating the workers through prizes, gifts, and awards depicts a 0.65 correlation coefficient with organizational performance, which indicates that once the workers' efforts are acknowledged, their productivity improves knowing that an extra effort towards the profitability of the firm will not go unnoticed. Financial gains remain a significant motivator for the workforce, and it's a factor contemporary HR manager should pay attention to if they are to operate the firm with the lowest turnover possible. Offering appraisals based on results also ranked high among the significant factors promoting the firm's profitability, although the effect is not as high as compared to rewarding or career management. Looking at the motivation of workers as a factor independently, offering awards that seem to have a relatively low correlation to performance. It's an indication that financial gain is the main method of employee motivation, and it's the best option to go for if the firms want the workers' productivity to shoot. The most surprising result is that the culture of an organization seems to have no impact on the firm's profitability when this is taken from an HR perspective. Changes and innovations in the culture of the organization are not taken positively by the employees as per the responses from the HR managers, which is why the factor depicts relatively low impact.
The information that we collected did show not only a correlation between factors and performance but also showed the correlation between factors themselves. The strongest one was between career management systems and rewards, and it's an indication that if HR adopts both of these practices, their impact on the performance of the firm will grow manifold. The factors appear to be the highest performing HR practices among all factors. 
The data collected so far is consistent with the argument that HR practices have a positive impact on the organization's performance. Below is a table that shows a regression analysis of performance. This table shows the level at which practice is correlated to the firm's performance
Table 3: Correlation between practice and the firm’s performance
	Variable
	Model

	Employee motivation 
	.3

	Appraisals-result oriented
	0.05

	Career management system
	0.53

	Organizational Culture
	0.01

	Awards and rewards
	0.64



Based on the findings above, the study team explored the five HR practices further to find out the components within them that bring about increased profitability. The reason why career management practices and financial rewards had significant contributions to organizational performance is that they were implemented properly. These other factors that lower contribution are an indication that there is less efficiency in their implementation, and they are the areas that the HR managers of the interviewed companies should address. The team consequently investigated the HR practices further to determine the high as well as low performing HR practices. The questionnaires contained questions asking the participants how they felt about the efforts of the management to motivate the employees. The table below indicates the percentage of participants agreeing with the options that the HR management offered. 
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Employee Motivation
Table 4: Participants responses to employee motivation options
	Option
	Percentage of workers agreeing with the option

	Job Enrichment & Job Enlargement 
	80

	Empowerment 
	70

	Growth-directed training programs 
	54

	Job-security 
	35

	Self-motivation workshops
	15



These are the options relating to employee motivation and based on the responses from the participants, job enrichment and enlargement are among the top practices that most workers agreed motivates them to work harder, and it is highly linked to increased productivity. One can have their job enriched either vertically or horizontally, and it has proven to be one of the most motivating factors for the workers. When workers are empowered, they tend to be more innovative and creative, and this acts as a source of increased productivity. This was more apparent for the workers who hold positions in the middle or top management position and agree with studies showing job enrichment working as a better motivator for employees in these levels as compared to monetary incentives. The table above shows that other than job enlargement and enrichment, the other options did not act as proper motivators, and these are areas that require attention. Workshops and job security performed the lowest as far as employee motivation is concerned. 
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Evaluating the result-oriented appraisal HR practice, the research team asked questions on whether the participants agreed with the option of being a contributor to the organization's performance. The questionnaire contained questions regarding the understanding of the company's goal and whether there were any expectations shared and such. Below is an illustration of this information 
Table 5: Participants responses to appraisals-result oriented options   
	Option
	Percentage of workers agreeing with the option

	The common understanding of the organization’s goal 
	88

	Shared expectations 
	77

	Employees skills & abilities 
	65

	Organizational commitment
	52



This table specifically looks at the relationship between the understanding of the company's goal by the workers and the link of this to their performance and productivity. The illustration shows that understanding of the firm's goal is highly linked to organizational performance. The responses from the participants showed that these employees understood the goal and mission of the company, and this is to say that they can align their goals and work plans to fit those of the organization. The workers had a clear understanding of the basis of their position appraisal, and this seems important, given that workers will act better if they know what is expected of them. The link between the HR practices and the organizational performance appeared to be stronger in the instances where the goals of the company were shared or rather similar to those of the individuals. Skills and capabilities also showed a relatively high correlation to the performance of the organization. What was surprising is the lower significance of organizational commitment, which shows that HR and the strategies adopted do not motivate the workers enough to be committed to the organization. This is an area of interest for the management, and it's essential because if it were addressed, it would mean that a relatively large number of employees would get committed to the aspirations of the company, and turnover would be reduced significantly. 
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The awards and rewards of HR practice were also analyzed further, and the data below shows how the employees felt about the existence of appreciation in the company.            
Table 6: Participants responses on awards and rewards options
	Option
	Percentage of workers agreeing with the option

	Potential Rewards  
	86

	Promotions
	77

	Incentives 
	40

	Non-monetary rewards
	22



In the table above, it's clear that offering awards has a high link to the profitability of the firm. The workers will be notified of potential awards, and this will have them working better to attain targets meant to induce the set prizes. When there are frequent promotions in any organization, the workers will likely be motivated to keep up and attain the requirements for a promotion, and this is why there is a strong link between the practice and organizational performance. Incentives didn't have a strong correlation to performance as the other factors. 
Another item that showed little impact of organizational performance is the non-monetary reward, which is to say that workers do not value non-monetary rewards as much since most of them are looking for something that will benefit them financially. There are situations where non-monetary awards work well in motivating the workers, and the management needs to understand what are the non-monetary rewards that would work best for the employees and then ensure that they are administered correctly so that the workers can get excited about work.
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Table 7: Participants responses to organizational culture options
	Option
	Percentage of workers agreeing with the option

	Introduction to the team
	91

	Cultural based innovation 
	72

	Cultural based customer service
	57

	Change acceptance
	14



  The table above evaluates the organizational culture HR practice deeply and the way the interviewees felt the matter was approached in their firms and the correlation of the different options to the profitability of the firm. The information above shows that there is a very high correlation between the orientation of an individual to the team and organizational performance. It's a fact the teams do perform better than individuals, and this is why the link is high. When it comes to functions that require multiple skills or other technical matters for more complex jobs, working in a team is better, and if the HR department does an excellent job of placing people into strong teams, the impact on the performance of the company will increase. Offering culturally-based innovation has a moderately high impact, given the fact that it's in line with the firm's norms, and employees will just fall in line. Changes seem to be poorly accepted in this case. 
We now look at the way the respondents felt about their firm's usage of a career management system, and the table below illustrates the feelings of the participants. 
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Table 8: Participants responses on a career management system 
	Option
	Percentage of workers agreeing with the option

	Training
	79

	Career plan formalization
	55

	Counseling
	20

	Workshops for stress management
	10


  
The table shows that training is significantly positively related to the performance of the organizations. It's an important human resource practice that will see the firm maneuver through short term needs of the firm, and this is why the correlation is high. If offered under necessity and well-controlled so that workers don't feel like they are forced to do them, they do act as motivators since the employees feel that they are considered important, and the training will help them perform better. Career plan formalizations are seen as having an average impact, and it's recommendable that human resource management focuses on this matter. The respondents felt that counseling does not impact the performance of the firm that strongly. Stress management also seemed to have little impact on performance. Stress can be detrimental to both the workers and the individual, and it's a matter that needs addressing.
Our team made attempts to discern the level of efficiency as far as the employees are concerned as well as how innovative the workers were when handling their day-to-day tasks. About 70 % of the respondents indicated that an average employee operated at an efficiency rate of 65%, with some operating as high as 75% and others as low as 35%. HR officers who were among the respondent gave different views of the level of efficiency in their firms, but most of them indicated that high-level efficiency was lacking mainly due to lack of adequate resources and others due to poor structures in the way the operations were set up. About 72% of the respondents felt that they performed better in their positions than any other colleague with the same qualifications as theirs’, Still, only about 40% felt that they outdid their counterparts in other companies.     
[bookmark: _Toc33043413]Findings and Data Analysis
Our study mainly focused on five human resource practices, and then they were further broken down for analysis so as to get a clear image of how the practices are affecting the workers, how they perform, and the correlation to the entire portability of the firm. The team asked questions concerning job enlargement and enrichment, and the response from about 80% of the participants was that enrichment was a motivating factor, and the results of this are increased productivity and profitability. Understanding or encompassing the factors needing acknowledgment during job enrichment is quite a complex task for the HR officers. The workers felt that the employers did not place enough emphasis on motivational workshops and would allocate a meeting once every three months or so, and no real information would be availed to help increase the workers' desire to work harder. Participants also indicated that job security was a factor that most employees failed to address, and there was little assurance of one retaining their jobs for a long time as a reason for them to stay in the company.       
When it comes to the concept of understanding the mission and vision of the company as well as its goals, the data shows that about 88 % of the workers feel that this increases organizational performance. Many companies, even among those that we sampled, appear to have an HR platform that requires the employees to set goals, which resulted in the alignment of their goals to those of the organization, and the resulting impact is the increased performance for the organization. A high number of the participants in our study seem conversant with the strategy that their firms were adopting, and they could also trace the way the strategy linked to their performance. These participants also worked in an organization where goal setting was a necessity, and consequently, each of them had a clear goal and also new how the HR management appraised them. The objective setting in a few of the organizations that we sampled seemed to be a sort of tradition, and this is while the employees fell in line to ensure that they achieved their goals. 
It was discovered that the workers appreciated training a lot, with 9% of the respondents stating that they believed strongly that it acted as a contributor to organizational performance. Companies that we identified conducted several training sessions, although most of them were meant to sharpen the employees' understanding of their evolving operating systems and not necessarily teach new ways of doing things. The respondents did feel that the training was part of the reasons the firm's attained a given level of performance. We found companies promoted the attainment and development of new skills by the workers by offering to give incentives to those that attained a given level of efficiency. The workers did reveal that training at times came as a necessity for a given set of skills to be learned as soon as possible, and they believe that it is such times that help toughen them and become better contributors to the performance of the firm. The study managed to deduce the fact that training seemed to lean more on the service industry and not the manufacturing industry.        
Another observation that is worth noting is that the respondents felt confident about team orientation as one of the factors leading to higher productivity. The reason for this is because working in a team helps eliminate those limits that an individual might have by bringing diversity and experience so that complex tasks can easily be shared instead of being bestowed on a single individual. Most of the organizations that we looked at had at least one or two stages of their operational processes where an individual tackled part of the job and then handed over to the other members for completion and review. With this, the team found out that the quality of product or service increased, and so made the impact that the workers had on the financial performance of the said segment stronger. The respondents felt that the HR department used this practice to minimize repeat jobs in any service provided and also to avoid having to outsource services where tasks seemed hard. The reason why it works is that the HR officers promoted the practice enough for the workers to adopt it, and it seemed to work just fine.   
Monetary awards continue to gain popularity in all sorts of industries, and this is why when we asked the participants whether there was a strong connection or correlation between awards and organizational performance, they strongly indicated yes. All the companies that the team included in the study had at least one event every year for issuing awards to the employees based on certain set targets as well as any notable exemplary performance by the employees. The interviewees stated that these awards have a general high rating, and every eligible individual does as much to try and attain them. They were, however, of the idea that a system with more motivational items that are less monetary and more promotional and enriching would probably have a better impact on the performance of the organization.       
 The performance of the individual based on their evaluation in comparison to others indicates that a lot of workers feel that they don't do as well when they compare themselves with the market. The main reason behind this is the lack of a precise transition process, which leads to time wastage in between shifts. Some of the workers are not as fast and consistent as they should be compared to the market levels, and this is why the matter needs to be addressed. It was discovered that some of the equipment being used was not the best in the market, and some official software for some of the firms had some frequent delays leading to inefficiency. The HR practices here seem to be contributing negatively to the performance of the organization.        
[bookmark: _Toc33043414]Discussion
The study on how HR practices relate to organizational performance gives a proper basis for both the HR officers as well as the researchers of the next generation. The study has managed to point out how the current HRM systems are doing, the areas that are doing well and need to be sustained as well as those areas that need attention. Over time, the design via which the HR practices influence has changed, but empirical analysis has not been adopted as much. Causality hasn't been suggested due to a lack of attendance to deep methodological analysis. This is why it's not easy to get firm evidence of causality from the existing research work, and it's an area that this paper attempts to address. This study has approached the study from different perspectives and analyzed as many factors associated with the relation between HR practices and the firm's performance as much as possible. The study recommends a proper approach to human resource management and what the management needs to do to achieve optimal efficiency from the workers.        
One of the deductions from the data findings above is that the enrichment of the workers acts as an essential motivator, and the result is that they tend to work harder and achieve their goals. Their productivity improves, and this consequently results in improved organizational performance. Workers must receive the necessary motivation, and one of the ways to do so is by appreciating their contributions and offering job enrichment so that they can attain their full potential (Conway, 2016). 
Goal setting is an essential element for any employees, and it becomes beneficial to the company too in the sense that once an individual sets a couple of targets and accomplishments to be made within a given period, some of those targets will mainly require performing better and efficiently and the result is increased productivity. Once the company offers its goals, and the individual workers know what is expected of them, working hard to attain their goals becomes easier. Ensuring the goals of the firm and those of the employee are aligned, the worker develops organizational commitment where they feel the need to complete their objectives with the aim being to meet both the personal and well as the organizational projections. When one is committed to the organization, their attitude towards their tasks will be positive, and the potential impact is performance and optimal productivity. Research shows that a worker's attitude towards their main tasks is depicted in the speed at which tasks are performed and the quality of work done. The way to manage the worker's attitude is by having them share similar goals with the organization and then expressing the need for their tasks to be completed. The HR personnel should also ensure that candidates are posted into the positions that match or closely relate to their interests. If the workers' goals match those of the company, their attitude will be positive, and they will be more committed to the tasks they are assigned.    
Training occurs in most of the firms nowadays, and it acts as an essential way to increase efficiency by showing the workers simpler ways of handling the normal day to day processes of the organization. Most of the organizations identified in the study offer short term training setups, and the basis is to help the organization stay flexible so as not to be left behind in case of any drastic changes. The organizations offering short term training also seemed to be utilizing the knowledge about workers' ability to grasp things quickly and help place the firm at an advantage. Training consequently is an HR practice that positively impacts the organizations. The team realizes that organizations seem to be offering training to the service departments more than the employees in the manufacturing segments. The reason for this is the growing competitiveness concerning knowledge and information attainment. Firms are spending over 5% of their investments in research and development, and any identified changes in the way competitors are operating are contemplated by the management. There is also the consideration of training of the service department in case there are new techniques for attracting more customers for the organization. The constant changes in technology and the adoption of online trading platforms necessitate the constant training of the current workers to learn the new changes introduced into the market. The study team also realized that some of the firms that were sampled are doing restructuring and even downsizing, and this means the elimination of prior operations' styles and adoption of new and updated ones. 
       There are certainly those tasks that one cannot handle on their own and may need team members for support—the HR practice of placing workers in groups for specific complex tasks impacted organizational performance significantly. Teams excel because there is increased innovation and creativity as well as experience and multiple skills, all of which help simplify the job and increase its quality as well. Authors in previous studies have admitted that in the recent past, managers have found it best to allocate some tasks to groups, which helps promote originality and eliminate the bias of direct functional experience. The caution for the HR department here is that specific controls, including supervision, need to be implemented in the case where group assignments are concerned, given that it possible that some of the workers may find opportunities to do nothing and have others do the job which reduces productivity. Consequently, if the practice of teamwork is properly implemented and controlled, there is a strong link between it and organizational performance. 
Every worker in today's market is looking to attain something material and with monetary value for the work that they do for the company, and this has resulted in the HR managers using it as the main tool for promoting excellence. The management creates targets and asks the workers to attain the target, and as motivation for their work, a significant award is issued once the worker hits the aims that have been set (Conway, 2016). It's, however, worth noting that monetary rewards are not the best method of motivating workers since there are other options such as promotions and appraisals, which are superior when the management is looking to induce better performance from the workers. However, due to the increased adoption of the monetary rewards, the management in the human resources departments can use them as a way to help them connect the efforts of the organization to those of the workers. A previous study showed a 1.5% increase in return on assets once the HR department authorized a 10% bonus increment. The data shows a clear link between HR practices and organizational performance. The HR department will, however, need to ensure that such strategies fit into the desired Human Resource Management system and that its results will be aligned to the objectives that the company is looking to attain.   
A low level of efficiency in the way the human resources are set up and the way they run things is a primary source of competitive disadvantage for a firm. When the employees are not as efficient, it means that the firm is incurring unnecessary costs, which will reduce its profitability. The firms in question seem to lack the market level innovations in both the equipment being used and the software the firms have purchased. This is a challenge to the HR managers who need to update their HRM systems and ensure that workers are operating at full capacity, and any level of redundancy should be eliminated. Efficiency in process transition from one stage to the other needs to be upgraded so that time is not wasted between when workers submit their progress and when their counterpart starts the continuation process. The reduction of any potential overlaps of the assignment will also see to it that time is saved and costs are eliminated as much as possible. The management should ensure that idleness is eliminated, which can be done through the introduction of contract-based assignments or the use of outsourced labor, so that the firm does not incur unnecessary costs in terms of salaries during times when an employee's post is not operating. 
The new tools that HR use are employee engagement tools for higher profitability. When employees are allowed to voice their thoughts and give opinions concerning some areas of the organization, they feel worthy and important. They can use methods such as video conferencing to bring employees together. Such platforms will make employees feel wanted in the organization, and they will tend to work even harder as, during such programs, the best employees get to be recognized. The HRM should also choose a solution wisely by first conducting research to find the tool that is right for the organization’s needs. It is important to find solutions to mechanize tasks that would use up the most time. Some tasks, such as employee conflicts, should not be mechanized. HRM should choose solutions that will carry the organization into the future. They should also incorporate new technologies such as business collaboration systems so as to stay ahead of the curve. All these will enable teams across the organization to work effectively and increase productivity.



[bookmark: _Toc33043415]Review of Observed Practices and the need for innovation in HR 
The commitment of the employees to the organization is one of the factors that the study implies a new HRM system should promote due to the associated benefit towards the firm attaining its goal. To attain commitment from the workers, we have said that the system should be able to align the goals of the workers to those of the company. In addition to this, the HRM system should ensure that commitment starts at the point of hiring meaning, employees being employed should be questioned on the reasons for selecting the organization as their employer instead of the competitors and then those who have similar objectives and aligned to those of the company should be given a chance. The quality of candidates being ushered into the company should also be impeccable in the sense that they are highly skilled so that training will mainly help sharpen their skills even further. The organization, through the provisions of the advanced HRM system, will also offer development opportunities for the workers by offering them assistance from their co-workers who are also highly skilled. 
These are some of the practices that an excellent HRM system should possess, and with this comes a high level of commitment from the employees, which is reflected through high levels of efficiency, reduced training costs, and increased productivity. Such levels of commitment can easily be depicted in the performance of the organization once their full potential is utilized. The essence of these practices will be to create a positively charged working environment where the workers have the chance to work, which will help them focus mainly on serving the customers and completing their tasks efficiently and effectively. There are suggestions that a friendlier environment where employees are allowed to communicate freely with all the members of the company does improve their commitment to the firm, and this also is implicated in their productivity (Albella, 2016). 
When a positive environment for working is installed, firms often record reduced turnover rates as the workers will be content with what they are doing and will have no desire to leave the company to work somewhere else. This will most likely be reflected in their performance levels as well as the overall performance of the HRM system, given that reduced turnover minimizes the costs associated with replacement hiring. Workers are known to be innovative once they are given some breathing space and the encouragement to think outside the box. An excellent HRM system should also incorporate benchmarking activities where the workers visit other colleagues who run tasks more efficiently, and this will challenge them to attain the same level of efficiency so that they can stay relevant in the positions that they are holding.     
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Conclusion

    The HR Department is an essential part that ensures the smooth running of any organization, and the impact the department has on the performance of the organizations is undeniable.  The practices that a given HRM system adopts relate to how efficient and effective the workers will be and, consequently, the level of influence that this will have on the firm. The study above indicates that there exists both a positive as well as a negative correlation between the HR practices and the level of performance of the organization in question. Practices such as job enrichment, job enlargement, team orientation, high-level training, and the issue of rewards are among the practices that strongly correlated to organizational performance. Poor HR department operating software and un-coordinated processes within the operations of the firms showed inefficiency, and this correlated negatively with the profitability of the firms. The data consequently depicts the fact that depending on how well an HRM system is set up; its practices will either result in the addition of value to the firm's end product or lead to increased unnecessary costs lowering the profitability of the firm. The study supports the projection that proper management of the firm's workforce and, more specifically, the use of a more advanced and innovative HRM system will result in improved operational performance for the firm. There have been attempts by HR managers to improve the efficacy and effectiveness of the workforce in their business units, and this study will offer them options for areas to concentrate on. Based on the results obtained from this study, it is clear that most of the workers dislike changes in the systems that they operate in, and they feel that the alterations affect the performance of the firms negatively. 
With the consistently shifting industries, change is inevitable, and it's thus necessary that the HRM systems create a slot for keeping the workers updated and prepared for any alterations that might occur. Respondents in our study seem open to training, and it would help if the management ensured that training is offered adequately and in time to avoid the workers being left behind while the rest in the market advanced. The new HRM system should, however, avoid offering constant and unnecessary training sessions; otherwise, their impact on the workers will change, and the practice will have decreased significantly to the organization's performance. The alignment of individual goals to those of the organization is one of the factors that stood out in the promotion of organizational performance. The study determined that when the workers are working in the same direction as the entire organization, they feel motivated to achieve their goals. This is to say that future improved HRM systems should offer a clearer platform for goal setting and possibly attach rewards into them and preferably offer promotions based on the employees' ability to hit their targets. It was discovered that the non-monetary rewards don't work so well in motivating the workers, and this is an area the practitioners in the HR department should look at. There is currently a growing trend where incentives are mainly monetary, and organizations may find themselves in a tight position when they need to motivate the workers and yet there is a shortage of finances to do so via bonuses. Aspects such as career development, promotions, and job enrichment should be emulated as the best motivators so that the employees can attain some value that may be helpful in the future. The management will also have managed to increased employees' productivity without necessarily requiring the firm to incur costs in terms of bonuses.      
 The study was able to use a controlled sample as well as the setting and assumptions and predictions to form a clear analogy of how the HR systems are doing and eventually offer options for improving the department so that their contributions to the profitability of the firm can increase.            

[bookmark: _Toc33043417]Recommendations
Industries across the globe are constantly evolving, and the way things are being done today may distinctly change in the future. Further studies should try and concentrate on deriving more data to support this study's findings and offer new solutions if possible. There are several methodologies that researchers can use to offer similar findings and conclusions, and this should be done to support the deductions made by this analysis. Future studies should attempt and disintegrate the concept of advanced HRM systems and offer insights on proper implementation for firms to develop stronger competitive advantages. The effect of market forces on the employees concerning how well other workers in competing firms are operating can also act as a motivator for the workers to do even better and avoid the risk of being declared redundant, and this is also an area that would need further analysis.      
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