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ABSTRACT 

This research examined the relationship between selected human resource 

management (HRM) practices and task performance in a Malaysian private university. 

The selected human resource management practices are training and development, 

compensation and benefits, recruitment and selection, and performance appraisals. 

This research also proposed networking behaviour as a mediator between HRM-task 

performance linkages. This study adopted the quantitative method to examine the 

relationship of the variables as the quantitative approach provides valid and reliable 

statistical evidences on the relationships' strength. A sample of 242 non-academic and 

administrator staff were selected using convenience sampling from 12 Universiti 

Kuala Lumpur (UniKL) campuses in Peninsular Malaysia. Data were obtained through 

a survey questionnaire using a cross-sectional technique which comprises of 48 items. 

Data were analysed using IBM SPSS Statistics 23 software for descriptive analysis 

and Smart Partial Least Square (SmartPLS) version 3 for bootstrapping analysis. The 

result reveals that only two HRM practices (training and development practices, and 

recruitment and selection practices) have a significant relationship with task 

performance. However, the other two HRM practices (rewards and benefits practices 

and performance appraisal) did not significantly impact task performance. Networking 

behaviour was found to have a significant relationship with task performance. 

Meanwhile, networking behaviour only mediates relationship between training and 

development practices and task performance. This study has contributed to the 

development of HRM-employee performance framework by examining the mediating 

role of networking behaviour. The implications of these findings should provide 

insight and information about the circumstances that a university would employ and 

complement the HRM practices, making HRM systems more comprehensive and cost-

effective. 
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ABSTRAK 

Penyelidikan ini mengkaji hubungan antara amalan pengurusan sumber 

manusia (HRM) terpilih dan prestasi pekerja di universiti swasta di Malaysia. Amalan 

pengurusan sumber manusia yang dipilih adalah latihan dan pembangunan, pampasan 

dan faedah, pengambilan dan pemilihan, dan penilaian prestasi. Kajian ini juga 

mencadangkan tingkah laku berhubung sebagai perantara antara hubungan amalan 

pengurusan sumber manusia dan prestasi pekerja. Kajian ini menggunakan kaedah 

kuantitatif untuk mengkaji hubungan antara pemboleh ubah kerana pendekatan 

kuantitatif memberikan bukti statistik yang sah dan boleh dipercayai. Sampel 

melibatkan 242 kakitangan bukan akademik dan pentadbir dipilih dengan 

menggunakan teknik persampelan mudah daripada 12 kampus Universiti Kuala 

Lumpur (UniKL) di Semenanjung Malaysia. Data diperoleh melalui soal selidik 

menggunakan teknik keratan rentas yang terdiri daripada 48 item. Data dianalisis 

menggunakan perisian IBM SPSS Statistic 23 untuk analisa deskriptif, manakala 

aplikasi Smart Partial Least Square (SmartPLS) versi 3 untuk analisa bootstrapping. 

Keputusan kajian menunjukkan bahawa hanya dua amalan HRM (latihan dan 

pembangunan, dan pengambilan dan pemilihan) menunjukkan hubungan yang 

signifikan terhadap prestasi pekerja. Walau bagaimanapun, dua amalan HRM yang 

lain (pampasan dan faedah, dan penilaian prestasi) tidak menunjukkan hubungan yang 

signifikan. Tingkah laku berhubung didapati mempunyai hubungan yang signifikan 

terhadap prestasi pekerja. Sementara itu, tingkah laku berhubung hanya boleh menjadi 

perantara antara latihan dan pembangunan, dan prestasi pekerja. Kajian ini telah 

menyumbang kepada pengembangan kerangka HRM-prestasi pekerja dengan 

memeriksa peranan perantaraan tingkah laku berhubung. Implikasi daripada dapatan 

kajian ini seharusnya memberikan pandangan dan maklumat mengenai amalan sumber 

manusia terbaik yang akan digunakan oleh universiti dan seterusnya menjadikan 

sistem pengurusan sumber manusia di universiti lebih komprehensif dan menjimatkan 

kos. 
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CHAPTER 1 

INTRODUCTION 

1.1 Introduction 

This chapter presents the study's background, reviewing the problem statement, 

specifying the research objectives and research questions, highlighting the study's 

significance, identifying the research scope, and providing the definition of the concept 

terms and operational of the variables.  

1.2 Background of the study 

Like any other organization, higher education institutions are under pressure to 

boost their competitiveness (Bui and Baruch, 2012). Since they compete in a 

constantly changing world, university vision must be strategically planned accordingly 

(Shattock, 2012). Furthermore, higher education institutions face significant budget 

constraints due to the ongoing economic downturn and governmental demands for 

accountability (Decramer et al., 2012). Besides, as highlighted by the former Ministry 

of Higher Education, Dr. Maszlee Malik, in his speech (Malik, 2019). Malaysian 

higher education institutions have been subjected to considerable reforms, Therefore, 

universities today need management practices to increase their effectiveness and 

efficiency and become more competitive. 

Furthermore, Malaysia is on its journey to becoming a hub for higher education 

for tertiary education worldwide. Malaysia is steadily gaining popularity among 

international students to study due to affordable and high-quality education and 

automatically boost education-based tourism (Edutourism) in Malaysia (Malaymail, 

2019). As in Figure 1.1, private university enrolment is expected to grow at 5.1% 

annually under the projection under Higher Education Blueprint (HEB) period and is 

expected to overtake the public sector in terms of student numbers by 2025. Since the 
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private higher education accounts for nearly half of higher education student and more 

than half of academic appointments in Malaysia, this projection sparks question on 

how does the performance of private higher education relate to the quality of our 

graduates which will indicate the performance of the universities (Lim and Williams, 

2015). It is crucial to study the cause of the performance of private higher education 

in Malaysia. 

Figure 1.1 Projection of private higher institution by 2025 

(Source: Malaysian Education Blueprint 2015-2025) 

Education Malaysia Global Services (EMGS) registered approximately 

170,000 foreign students in Malaysia from more than 135 countries as of December 

2018. By 2025, the target is to lift the number to about 250,000. The former Minister 

of Education, Dr. Mazlee Malik, said that Malaysia would remain an essential market 

for study destinations among international students. It offers them real value for money 

(Malaymail, 2019). In most developing countries globally, the education industry has 

become a significant due to its economic growth contribution (Echevarria, 2009; Kruss 

et al., 2015). Education in Malaysia itself is the major contributor to national Gross 

Domestic Product (GDP) and has significantly contributed to the country's economy 

through the development of human capital (Basu et al., 2017). A study from Phoong 
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et al., (2018) found that Malaysian tertiary education contributed the highest effect on 

Malaysia's GDP and economic growth. It was forecasted that a total of RM19 billion 

would be generated by 2022 when 200,000 international students are expected to arrive 

in Malaysia (Mun et al., 2018). Hence, education's contribution indirectly contributes 

to our economic benefits while staying in our country (Casani et al., 2014). 

Furthermore, our higher education system, with its reputation, has attracted 

many international students to study in Malaysia. As the number of international 

students enrolling in tertiary education in Malaysia has increased over the years, it has 

already boosted the economy through international students' expenditure. Higher 

Education Ministry Secretary-general Tan Sri Dr. Noorul Ainur Mohd Nur, in her 

welcoming address at Going Global 2018 Conference, said Malaysia’s Gross 

Enrolment Ration in 2016 had improved significantly from 14% in early 1980 to more 

than 44% in 2016. It is reported that 44% increase in student enrollment was among 

the highest in the Asian countries and above the world average 37%. The improvement 

in student enrollment is another proved that our Malaysian education, especially at the 

tertiary level, has significantly received international students' tremendous attention.  

Understanding the importance of the higher education institution industry 

towards the Malaysian economy, employees play a significant role in contributing to 

and retaining higher education in Malaysia (Rosdi and Harris, 2011). The higher 

education institutions should concentrate on developing their employees and providing 

the requisite skills while also developing human resource strategies that align with 

their goals and operational objectives (Manogharan and Thivaharan, 2018). The policy 

would be guiding principle in deciding the human resource strategy of higher 

education institutions from the beginning. The higher education institution would 

outline the basis for its human resource management planning such as recruitment and 

selection, compensation, training, and development.  

Furthermore, as the business climate has changed, an organization's emphasis 

on employee performance has increased. Employees are an organization's most 

valuable asset, and their performance can have a positive or negative effect on the 

company's growth. (Amin et al., 2013). An organization should always take action to 

ensure that its employees are working at their best level. As stated by (Buller and 
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McEvoy, 2012), employee task performance is attributed to an organization's system 

factors and personal factors such as their behaviours. In essence, task performance is 

influenced by the factors related to the organization as well as the attributes of 

employees themselves. 

Furthermore, in today's competitive global business climate, recruiting and 

maintaining a quality workforce, as well as keeping them highly motivated, has 

become a major challenge. (Chijioke and Chinedu, 2015). Hence, human resource 

management's role is maximizing; its performance is becoming important (Shields et 

al., 2020, page. 3). Brown (2012) argues that universities can no longer be operated in 

the same way they were in the past, and that major adjustments are needed to 

effectively respond to the "overload" of demands put on them. The creation of the 

steering core will allow them to adapt to evolving environmental demands easily, 

flexibly, and consistently while reconciling new managerial values with traditional 

academic ones. 

With higher education institutions nowadays are under pressure to improve 

their performance, especially on the university rankings and university reputation, the 

university must strategize their management practices (Jouda et al., 2016). Realizing 

the importance of promoting university performance, many universities are embarking 

on strategizing their human resource management (HRM) practices and Malaysian 

universities (Amin et al., 2014). However, not many empirical research types examine 

the relationship between HRM and performance in the higher education context. This 

research would address the gap in the private university context in Malaysia. 

Prior studies on employee performance proposed HRM models as the most 

popular initiative towards the problem. HRM has received recognition worldwide 

through its role in policy implementation, contributing to organization and individuals' 

performance. However, scholars have mixed reactions on which practices contributed 

to performance. Furthermore, most of the study focuses on the relationship of HRM 

towards organizational performance and minimal research focuses on employees' 

performance. This is because human resource management is about managing 

employees. So, the employees should come first before the organization.  
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There are growing body of research studies on HRM practices and its effect on 

employee performance (Al Qudah et al., 2014; Nabi et al., 2016; Prabu and Wijayanti, 

2016; Sendawula et al., 2018). For example, Elnaga and Imran (2013) established that 

training is one of the vital human resource management practices that positively affect 

the quality of the workers knowledge and skills and this results in higher employee 

performance on job. Compensation and benefits may encourage the employees to 

perform better at work while at the same time minimize the employee turnover rate 

(Rashid et al., 2018). Recruitment and selection practices would attract quality 

employees that is suitable with the organization goals and thus contributing to their 

work productivity and performance (Mbugua et al., 2014). Fairness and justice in 

conducting performance appraisals practices by the organization would offer the 

opportunity to the employees to feel sense of belongings and become productive with 

their job assignments. A well designed job would bring involvement and satisfaction 

to the employees and they would perform well by employing all their energies at work 

(Zareen and Razzaq, 2013). This study however focuses on four major HRM practices 

namely recruitment and selection practices, training and development practices, 

compensation and benefits practices, and performance appraisal practices that are 

generally used in the earlier empirical studies and appear to affect employee 

performance under all circumstances (Loo, 2013) 

On the other note, Kruss et al., (2015) concluded that higher education 

institutions contribute to increasing skill and knowledge of human capital, which 

would result in higher income of the country. However, more things need to be 

considered, such as the availability of skills among employees and networking 

activities among companies. Kruss added a need to look for new theoretical and 

empirical work on higher education performance in developing countries. Eisenberg 

(2018) wrote an article in World Economic Forum proposing universities to nurture 

their talent pipelines as a strategy to foster collaboration between universities and 

industries. The universities need to improve and focus on their human resource 

management practices. For example, the university needs to modify its remuneration 

and incentives practices, including tenure and promotion criteria, to encourage 

employees to collaborate with potential stakeholders.  
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Gill et al., (2020) and Kuwabara et al., (2020) proposed that networking is a 

popular subject to discuss in improving employees’ performance in the organization. 

Empirical studies show a positive relationship between networking and employee 

performance (van den Bekerom, Torenvlied, et al., 2017; Lee and Lee, 2018; Tauhed 

et al., 2019; Utz and Breuer, 2019; Volmer et al., 2019). Effective networking depends 

typically on how good are the networks among members. Schweisfurth et al., (2018) 

in his research, concluded that how the formation of networks among leaders in 

Philippine universities would facilitate the achievement of shared goals of each other 

performance. Jiang et al., (2018) also proposed leveraging a network approach to 

reconsider the performance-enhancing mechanism. The development of networks as 

performance determinants has grown from individual relationships to examining 

multiple organizations' interactions (Provan and Milward, 1999). 

Previous research has shown that networking can improve individuals and 

organizations' performance in higher education institutions. For instance, Rabovsky 

and Rutherford (2016) suggest that university president in United States had engaged 

in many networking activities that shaped their managerial decision in universities. 

The networking outcome has produced many opportunities for the university, such as 

linkages with industry, collaboration in corporate social responsibility (CSR) with 

industries and any other university-industry partnership collaboration. These 

initiatives required higher education employees to have good networking behaviour to 

fulfil the criteria. Simultaneously, support from management, human resource 

management should be implemented and nurturing employees' networking behaviour. 

However, the study on the relationship between the variables is scarce and limited. 

Rasdi et al. (2013) also urged for more theoretical and empirical research on 

networking should be carried out. Also, they propose to explore network composition 

at low managerial level and high organizational level. That is why this study had 

chosen executive until the top management level to see the outcome at different levels 

of hierarchy. 

Therefore, in such situations, HRM practices for improving employee task 

performance are crucial, especially in Malaysian private universities. Simultaneously, 

employees who perceive networking behaviour would contribute better to employee 

performance. By doing so, employees would have better performance in their 
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respective employees and indirectly improve university performance. This study 

investigates networking behaviour as intervening variables that could act as a catalyst 

between the HRM practices and employee performance.  

 

1.3 Problem Statement 

Employees are the company's most valuable asset and resource. Employees 

have long been regarded as one of the most significant determinants of an 

organization's development and overall efficiency, including in higher education. 

However, until recently, higher education performance has become a debatable issue, 

especially in Malaysian private universities (Ghasemy et al., 2018) due to the 

performance which came from their employees and top management. A study by 

Ghasemy et al., (2018) identified issues in Malaysian private university are the non-

performing management staff due to the lack of talent pool among locals. The 

employees were also unable to achieve well in their annual Key Performance Index 

(KPI) and achieve high university expectations.  

 

The issues of inefficiency among non-academic and administrator staff are not 

new. Anis et al., (2018) found that the underperforming employee in Malaysian private 

universities is caused by poor execution of recruitment and selection processes. The 

institution unable to offer fair salaries and attractive benefits demanded by the 

candidates due to financial constraints face by the institutions that operate as private 

fund-generated institutions. Hence, unqualified and untrained or fresh graduates had 

been recruited to fill in the position available, which will subsequently affect their 

quality and performance at work, and then affecting the university's performance (Szel 

et al., 2018). This issue was also discussed by Suwardi et al., (2019) that every higher 

education institutions must improve the standard operating procedure (SOP) for 

recruitment and hiring process so that only eligible and talented candidates recruited 

to the university. Issues on selection and recruitment practices in universities were also 

highlighted by Allui and Sahni (2016). Their study on the HRM practices 

implementation in Saudi Arabia universities found that inadequate recruitment and 

selection practices have distract the development of employees at workplace. Without 

adequate policy and direction, especially in terms of recruitment and selection of 
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employees, it would undoubtedly have a disastrous impact on organizational structure, 

especially for students and the university. 

Besides that, the cause of underperforming staff in private universities was 

related to inefficient performance appraisal practices. A study by Nzomoi Mulwa and 

Muthoni Weru (2017) also revealed that the appreciation or reward given is not worth 

it than what they have achieved in the appraisal practices. Their study on investigating 

the influence of performance management and employee performance found that their 

employees did not get accurate and specific feedback from their superior whenever the 

appraisal is taking place. By not having enough resources and rewards, as well as clear 

direction, employee unable to perform better at the workplace and failed to produce an 

expected outcome (Marr, 2015). 

Some managers do not recognize the importance of training and its effect on 

employee performance. They believe that training would increase the company cost, 

so the organization cut their training budget due to the economy, leading to a turnover. 

(Amir Elnaga and Amen Imran, 2013). For example, Szel et al., (2018) also reported 

that the shortcoming of HRM practices implementation in Poland universities had 

caused demotivation among academic staff when their salary and benefits are not 

compatible with their workload. Furthermore, talented candidates did not manage to 

secure a job due to ambiguity in the recruitment process caused by excessive 

formalization and limited jobs.   

In 2019, the Universitas 21 Report ranked Malaysia’s higher education system 

28 out of 50 countries it assessed (Education, 2018; Wan et al., 2018). Under the 

report, Malaysia is ranked 18th for knowledge transfer under its connectivity segment 

but ranked 49th for joint publications with industry. The reports clearly showed that 

Malaysian universities lack networking and collaboration with stakeholders and 

industries. Networking, cooperation, or any other joint venture activity requires the 

employees to possess networking behaviour (Harris et al., 2012). Without networking 

behaviour among employees, any attempt to form networking with other organizations 

would not happen successfully.  Hence, networking behaviour among management 

staff must be implemented to foster collaboration between their university and related 

stakeholders. 
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On another note, Ghasemy et al (2018) also highlighted issues in Malaysian 

private universities. Among the challengers are staff collaboration and cooperation. 

Moreover, there is also a lack of information on program feedback due to limited 

networking and engagement among staff and unable to respond to its effectiveness. 

Forte, (2015) noted why employees are consistently underperformed because they are 

disconnected and unclear about their work. Employees do not understand their specific 

performance expectations. Employees may have completed their daily tasks, 

performing to achieve all KPIs assigned to them, but they did not their expected 

performance result in their end-year appraisal. Hence, it is essential that that internal 

networking among supervisor-supervisor enhance the confusion and clear objective so 

that the employees will positively engaged and productive (Walumbwa et al., 2011; 

Ren et al., 2019). 

 

A large number of studies have been published that explain the effect of 

networking activity on career progression and job outcomes (Van Hoye et al., 2009), 

enhancing internal visibility (Y. McCallum et al., 2014) and establishment of business 

(Sharafizad, 2014). However, it was noted that limited attention has been given to the 

research of networking behaviour and performance link in the university in Malaysia 

(Sandhu et al., 2011; Tauhed et al., 2019). Furthermore, previous research on 

networking more into the business setting (Luo et al., 2012) while only a few 

researches conducted in a learning environment such as higher education (Hwang et 

al., 2004). Furthermore, the study on examining the networking behaviour and 

performance in Asia is limited, especially in Malaysia (Wolff et al., 2011). Studies in 

the last few years have also used networking to improve their performance, especially 

in the private sector. However, these are not mentioned in Malaysia's private sector 

and still a lot to examine, especially in private universities (Rasdi et al., 2013; Mansor 

et al., 2015). Therefore, this study is hoped to fill in the gap and contribute to empirical 

research on the role of networking in Malaysia.  

 

To improve the employee task performance at private higher education 

performance in Malaysia, (Allui and Sahni, 2016) proposed the HRM as effective 

management practices. The importance of human resources management and their 

contribution to organizational and specifically to employee performance is receiving 

increasing recognition worldwide. However, scholars concur that some intervening 
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factor that may affect the interaction between HRM and task performance that lead to 

open up the ‘black box’ between the HRM-task performance linkages (Jiang et al., 

2012; Aryanto, Fontana, & Afiff, 2015; Zehir, Yıldız, Köle, & Başar, 2016; Lee, 

2017). As Becker & Huselid, (2006) mentioned, there is a more precise articulation of 

the “black box” between HR and performance whereby become the most pressing 

theoretical and empirical challenge in the HRM literature. More directly, there is a 

need to focus attention on developing an understanding of the mediators in the HRM 

relationship model study (Sikora and Ferris, 2014). Further to that, (Gerhart, 1996; 

Sivapragasam and Raya, 2018) strongly suggested that it is important to consider the 

intervening variables in the HRM- task performance linkages which may offer highest 

potential leverage on the HRM-task performance relationship at employee level.  

This study attempts to investigate the ‘black box’ between HRM practices and 

task performance, proposing networking behaviour as a mediating variable. According 

to Jiang et al., (2012); Tian et al., (2016a), HRM practices that create the opportunity 

to greater performance are those related to job characteristics, the use of teams, 

employee involvement, grievance and the widespread sharing of information. Job 

characteristics such as autonomy and skill variety provide the flexibility and discretion 

that enables a person to achieve a greater fit between their knowledge, skills, abilities 

and other personal attributes (e.g. values) and the roles they perform. Teamwork, 

employee participation and involvement are likely to strengthen ties to others within 

the workplace (links), while an incumbent would be likely to consider the intrinsic 

satisfaction derived from enriched and empowered work as a potential loss (sacrifice) 

if exiting from the role. Therefore, certain individual behaviour such as networking 

behavioural among employees can be particularly important to achieving best 

performance at work. In other word, networking behaviour can leverage the individual 

behaviour in achieving individual performance goals. 

There are number of studies in human resource management practices related 

to employee performance. Still, most of these studies did not provide enough empirical 

evidence to support the role of the ability, motivation, and opportunity (AMO) theory 

in the research (Pak et al., 2019). This AMO theory has been largely applied for 

explaining the linkage between human resource management and employee 

performance. However, this argument has been highlighted by Juan A. Marin-Garcia 
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and Juan Martinez Tomas, (2016) that the model has not been fully demonstrated to 

determine the best practices of HRM that may predict the employees’ performance. 

This study will consider using ability-enhancing practices to address the issue and fill 

in the gap, which are recruitment and selection practices and training and development 

practices. This study's motivation-enhancing practices are compensation and benefits 

practices, and opportunity-enhancing practices are performance appraisal practices. 

networking behavior may integrate together under the ‘opportunity’ pillar, as catalyst 

and mediator to improve performance of employees. 

Most of the study on HRM-task performance were conducted in manufacturing 

companies (Mei et al., 2013; Huo et al., 2014; Pradhan and Jena, 2017; Othman and 

Mahmood, 2019), insurance companies (Sani, 2012; Loo, 2013; Loo and Beh, 2015), 

public organization (Amin, Khairuzzaman Wan Ismail, et al., 2014a) and non-profits 

organization (Hambrick, 2007). This study will be conducted in private higher 

education institutions in Malaysia to address the contextual gap and replicate the 

empirical research for rigorous theory development and contribution to the literature. 

While there have been several types of research on the impact of human 

resource management practices on academic staff (Korir, 2016; Hanaysha and 

Hussain, 2018), little has been written about performance of non-academic or 

administrator staff in the university. Furthermore, the lack of evidence about the effect 

of non-academic and administrator staff on their outcomes motivates larger-scale 

empirical research into the possibilities and limitations of purposeful and strategic 

organisational action (Baltaru, 2018). So this study would focus on administrator 

which involves in the operation of the university to highlight whether HRM practices 

and networking behaviour may improve their performance. At the same time, the 

contribution of the non-academic staff are also important as the academic staff towards 

university performance (Baltaru, 2018). 

To overcome those mentioned above, this study proposed to examine the 

mediating role of networking behaviour towards the relationship between HRM 

practices and task performance. Building on the existing research gaps and problem 

statement, this study also examines the relationship between HRM practices which 

consist of recruitment and selection, training and development, compensation and 
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benefits and performance appraisals towards task performance. The relationship 

between networking behaviour and task performance was also examined. The 

theoretical argument is this study states that employees are driven by human resource 

management to their networking behaviour, and thus would improve their 

performance. This study aims to explain the relationship between HRM, networking 

behaviour, and task performance in a Malaysian private university using AMO theory 

and social capital theory. 

1.4 Research Questions 

From the problem that has been discussed above, four research questions have been 

developed to address the issue. 

1. What is the relationship between human resource management practices and

task performance?

2. What is the relationship between human resource management practices and

networking behaviour?

3. What is the relationship between networking behaviour and task performance?

4. Does networking behaviour mediate the relationship between human resource

management practices and task performance?

1.5 Research Objectives 

1. To investigate the relationship between human resource management practices

and task performance.

2. To investigate the relationship between human resource management practices

and networking behaviour.

3. To investigate the relationship between networking behaviour and task

performance.

4. To investigate whether networking behaviour mediates the relationship

between human resource management practices and task performance.
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1.6 Research Significance 

1.6.1 Theoretical Significance 

Based on the ability, motivation, and opportunity (AMO) theory, this study 

would establish networking behaviour in strengthening the HRM practices and task 

performance relationship in a private university in Malaysia. It would address the 

limited literature on integrating networking behaviour as a mediator between human 

resource management practices and employee task performance. It will also contribute 

to the body of knowledge about which human resource management practices may 

improve the employees' performance as most of the studies in the past are focusing on 

organization context. 

 

In the Malaysian context, the relationship between HRM and task performance 

is re-examined using private university samples based on RBV theory. Replication 

research is useful for information accumulation and generalization (Tsang and Kwan, 

1999). Tsang and Kwan (1999) suggest that universal studies should be evaluated and 

enriched by regional studies in order to determine the existing state of awareness. This 

research generalises AMO theory's formulation on the relationship of HRM and 

employee performance to a local context rather than a western context by drawing a 

sample from various contexts from prior studies. 

 

This study also aims to provide insights into HRM practices in the education 

industry. However, the substantial extent of literature deals mainly with manufacturing 

organizations, telecommunication, healthcare, and retail industry. There is still a huge 

gap in research for human resource management in private education, especially in 

Malaysia. Furthermore, previous studies on HRM-employee performance in university 

only focuses on academic staff. This study contributes to HRM literature by 

concentrating on non-academic staff and administrator, as they also play an essential 

role in enhancing university performance.   

 

Furthermore, this study combines the human resource theory, ability-

motivation-opportunity (AMO), with psychology theory (social capital theory). 
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Combining the mainstream approach in different fields would enhance the findings 

and produce comprehensive results. 

1.6.2 Practical Significance 

From a practical standpoint, this study's outcomes would guide HR managers 

in university about which HRM practices would impact their employees. This study 

also contributes to the potential of human resources selection on the university HRM 

practices for enhancing their employee’s efficiency. This outcome of the study 

becomes an essential key point to the university. It offers information about the 

circumstances that a university would employ and complement the HRM practices, 

making HRM systems more comprehensive and cost-effective. The study outcomes 

would help the management leaders determine human resources' selection into the 

university's desired value.  

This study recommendation would help the HR managers in the university to 

better integrate HR aspects and networking components to have better performance in 

work. There haven't been several longitudinal studies that have looked at any potential 

employee-level mediating impact on the HRM-task performance relationship. It isn't 

easy to understand the individual level's HRM process dynamics, without 

understanding knowledge of mediating factors that impact the HRM-employee 

performance linkage. As a result, intervening factors that improve or weaken the 

relationship between HRM and employee performance must be identified and tested. 

By applying the networking behaviour of employees to the study of HRM, the 

variation of HRM-task performance relationship at the local setting is examined in the 

education industry.  

1.7 Research Scope 

This study focused on the management staff of Universiti Kuala Lumpur 

(UniKL) at all twelve campuses in Malaysia. The management staff is among 

Executive, Senior Executive, Assistant Manager, Manager, Deputy General Manager, 

General Manager. Non-academic staff, especially the administrator’s role, is always 
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neglected while changing agents to improve university performance through employee 

performance. Baltaru (2018), in her study on the role of non-academic staff towards 

university performance, found that universities that have increased their non-academic 

staff intake have higher performance levels. This study involved management staff and 

non-academic staff of the Malaysia higher education institution as a population.  

This university with 12 campuses in peninsular Malaysia was selected because 

it is a private institution in which employees are all expected to perform to sustain the 

university and remain relevant and competitive in the market. The institution’s 

networking staff's proactive nature and comprehensive human resource management 

practices should justify the institution’s choice. 

For this study, four dimensions of human resource management practices have 

been adapted: recruitment and selection, training and development, compensation and 

benefits, and performance appraisals. These dimensions choice is because these three 

HRM practices are directly related to employee performance and frequently studied 

among scholars on investigating the relationship between HRM practices and 

employee performance (Zeb et al., 2018). Both dimensions of internal and external has 

been considered as networking behaviour variables. Employee performance variables 

comprise items from task performance. 

1.8 Conceptual and Operational Definitions 

1.8.1 Human Resource Management (HRM) 

Conceptual Definitions: Human resource management (HRM) represent the 

design, development, and implementation of interrelated people management practices 

that influence how well an organization can attract job applicants, retain motivated and 

successful employees, and ultimately impact job performance and organizational 

effectiveness (Noe et al., 2007). HRM is also defined as the management of work and 

people which consist of fundamental activity to achieved their desired ends (Boxall et 

al., 2007). Another definition of HRM is a set of planned practices used by an 

organization to lead and manage its human capital in order to achieve organizational 
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goals. Compensation and benefits, training and development, selection and 

recruitment, and performance appraisal are example of the dimensions of human 

resource management practices (Dessler, 2013).  

Operational Definitions: In this study, HRM is implementing HRM practices 

(recruitment and selection practices, training and development practices, 

compensation and benefits practices, and performance appraisals practices) for 

improving employee performance and developing their behaviour bases on their 

organization requirements (Nadarajah et al., 2012; Donate et al., 2016). 

1.8.2 Recruitment and Selection Practices 

Conceptual Definitions: According to (Newell, 2005), recruitment and 

selection has been viewed as a process by which the organization tries to accurately 

match the individual to the job and select the right individual to fit into a particular 

organization needs. Another definition by Opatha (2009) is the process of identifying 

and attracting suitably eligible candidates to apply for job vacancies in the organization 

is known as recruitment, and the process of selecting the most appropriate candidate 

from the pool of applicants recruited to fill the relevant job vacancy using specific 

instruments is defined as selection (Opatha, 2009; Ofori and Aryeetey, 2011). 

Selection also defined as a process to collect and evaluate potential employees in order 

to decide whether to extend an offer of employment. It involves determining the 

characteristics required for effective job performance based on those characteristics, 

which typically based on job analysis (Gomez-Mejia et al., 2007) 

Operational definition: In this study, recruitment is defined as the process of 

finding and attracting suitably qualified people to apply for job vacancies in the 

organization and selection is the process of making the choice of the most suitable 

applicant using specific instruments from the pool of applicants recruited to fill the 

relevant job vacancy (Opatha, 2009; Ofori and Aryeetey, 2011). 
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1.8.3 Training and Development Practices 

Conceptual Definitions: Training and development practices are defined as the 

learning process that needs to be identified and provided to the employees to enhance 

their knowledge, skills and abilities of employees to achieve progressive improvement 

to perform better (Dermol and Čater, 2013). Training is also defined as special 

activities designed to help learning of knowledge, attitude and skills among the 

employees in company to improve their specific job performance as well as to 

achieving organizational goals (Edralin, 2004). Training refers to a planned effort by 

a company to facilitate learning of job-related competencies, knowledge, skills, and 

behaviors by employees, and development refers to training as well as formal 

education, job experiences, relationship, and assessment of personality, skills, and 

abilities that help employees prepare for future jobs or positions (Noe and Kodwani, 

2018). 

Operational definition: In this study, training and development practices 

defined as the learning process that needs to be identified and provided to the 

employees to enhance their knowledge, skills and abilities of employees in order to 

achieve progressive improvement to perform better (Dermol and Čater, 2013) 

1.8.4 Compensation and Benefits Practices 

Conceptual Definitions: Compensation and benefits practices defined as pay 

and reward systems given to employees at an organization resulting from their 

performance at work. It can be divided into direct financial rewards such as 

commissions and bonuses and indirect payment such as vacations (Ghebregiorgis and 

Karsten, 2006). Compensation and benefits also the process of paying and rewarding 

people for their contribution they make to an organization. Appropriate and equitable 

rewards need to be provided to the employees so that they feel valued and the reward 

matches with their skills, abilities and contribution to the firm (Amin, et al., 2014a). 

Compensation and benefits consists of cash compensation and benefits including 

various forms of direct payments to employees such as base pay, profit sharing, stock 
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rewards, and the latter includes tangible services provided to employees such as 

insurances, retirement benefits and various types of leaves (Yanadori, 2014).  

Operational definition: In this study, compensation and benefits practices 

defined as pay and reward system given to employees at an organization resulting from 

their performance. It can be divided into direct financial rewards such as commissions 

and bonuses, and indirect payment such as vacations (Ghebregiorgis and Karsten, 

2006) 

1.8.5 Performance Appraisals Practices 

Conceptual Definitions: Performance appraisal practices are the systematic 

description of employees’ strengths and weaknesses (Aguinis et al., 2011). 

Performance appraisal practices also a gradual process used to review and evaluate 

employee job performance to identify the achievement to and accomplishment of the 

task of employees for improvisation, rewarding and acknowledging them accordingly 

(Francis and Brian, 1994). Performance appraisals determined by evaluating how well 

the employees performing their jobs according to performance standards and using it 

as mechanism for promotion, firing and organizational decision making (Dessler, 

2013) 

Operational definition: In this study, performance appraisals practices are a 

gradual process used to review and evaluate employee job performance to identify the 

achievement to and accomplishment of task of employees for the purpose of 

improvisation, rewarding and acknowledging them accordingly (Francis and Brian, 

1994) 

1.8.6 Networking Behaviour 

Conceptual Definitions: Networking behaviour is defined as developing, 

building, and maintaining a relationship with internal and external contacts to aid in 

knowledge sharing on work-related matters for mutual benefit in their work or career 

(Forret and Dougherty, 2004; Y. McCallum et al., 2014). Behaviours such as 
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exchanging information and ideas, participating in professional associations, or alumni 

groups, volunteering for organizational task forces, and engaging in community 

initiatives represent various types of networking behaviours (Forret and Sullivan, 

2002). A form of goal-directed behaviour, both inside and outside of an organization, 

focused on creating, cultivating and utilizing interpersonal relationship also viewed as 

networking behavior (Gibson et al., 2014a) 

 

Operational definition: In this study, networking behaviour is networking 

among employees, whether internally or externally, to improve their work 

performance. 

 

1.8.7 Task Performance 

Conceptual Definitions: Walter and Motowidlo (1997) defined task 

performance as the effectiveness in which employees perform activities or behaviours 

that contribute to achieving the organizational core either directly by carrying out a 

part of its technological process or indirectly needed services. The term ``task 

performance'' refers to the core technical behaviours and activities involved in the job 

(Griffin et al., 2000). Task performance necessitates a higher level of cognitive 

capacity, which is aided mainly by task awareness, which is technological knowledge 

or concepts that guarantee job performance and the ability to manage multiple 

assignments. (Pradhan and Jena, 2017). 

 

Operational definition: For this study, task performance is defined as the level 

of an individual’s work achievement and contribution of employees to make them 

attain goals after having exerted effort (Hellriegel et al., 1999; Herbert et al., 2000). 

 

1.9 Organization of Thesis 

There are five chapters in this thesis. The literature on the theoretical context 

of the research model is discussed in Chapter 2. Chapter 3 describes and explains the 

research methodology used in the study, including research design, measurement of 

variables, research procedures, and the statistical method. The results of the study are 



20 

presented in Chapter 4. In Chapter 5, we will talk about the findings, shortcomings, 

recommendations for future studies, consequences, and conclusions. 



199 

REFERENCES 

Aaker, D. A., Kumar, V. and Day, G. S. (2008) Marketing research. John Wiley & 

Sons. 

Abdullahi, M. S., Gwadabe, Z. L. and Ibrahim, M. awiyya B. (2018) ‘Effect of training 

and development on employee’s productivity among academic staff of kano state 

polytechnic ,Nigeria’, Asian People Journal (APJ), 1(2), pp. 264–286. 

Aboyassin, N. A. and Sultan, M. A. F. (2017) ‘The Role of Human Resources Training 

in Improving the Employee’s Performance: Applied Study in the Five Stars 

Hotels in Jordan’, International Journal of Business Administration, 8(5), p. 46. 

Abubakar Tabiu and Abubakar Allumi Nura (2013) ‘Assessing The Effects of Human 

Resource Management Practices on Employee Job Performance: A Study of 

Usmanu Danfodiyo University Sokoto’, Journal of Business Studies Quarterly, 

5(2). 

Adler, P. S. and Kwon, S.-W. (2002) ‘Social capital: Prospects for a new concept’, 

Academy of management review. Academy of Management Briarcliff Manor, 

NY 10510, 27(1), pp. 17–40. 

Adolfina, R. S. and Uhing, Y. (2017) ‘the Effect of Reward and Punishment on 

Employees Performance of Sutanraja Hotel Amurang’, Emba, 5(2), pp. 1050–

1059. 

Afsana, J., Afrin, F. and Tarannum, T. (2016) ‘Effect of Training on Employee 

Performance: An Empirical Study on Telecommunication Industry in 

Bangladesh’, Journal of Business and Technology (Dhaka), 10(2), pp. 67–80. 

Afthanorhan, W. M. A. W. (2014) ‘Hierarchical component using reflective-formative 

measurement model in Partial Least Square Structural Equation Modeling (PLS-

SEM)’, International Journal of Mathematics and Statistics Invention (IJMSI), 

2(2), pp. 55–71. 

Agency, M. Q. (2014) Guidelines to Good Practices: Academic Staff. 

Aguenza, B. B. (2012) ‘A Conceptual Analysis of Social Networking and its Impact 

on Employee Productivity’, IOSR Journal of Business and Management, 1(2), 

pp. 48–52. 

Aguinis, H. (2019) Performance management for dummies. John Wiley & Sons. 



 

200 

 

Aguinis, H., Joo, H. and Gottfredson, R. K. (2011) ‘Why we hate performance 

management-And why we should love it’, Business Horizons, 54(6), pp. 503–

507. 

Ali-Hassan, H., Nevo, D. and Wade, M. (2015) ‘Linking dimensions of social media 

use to job performance: The role of social capital’, Journal of Strategic 

Information Systems. Elsevier B.V., 24(2), pp. 65–89. 

Aliyu, M. R., Bello, H. S. and Bello, M. (2018) ‘Impact of Training and Development 

on Employee Performance in Abubakar Tatari Ali Polytechnic ( ATAP ) Bauchi 

, Bauchi State , Nigeria .’, KIU Journal of Humanities, 3(1), pp. 309–319. 

Allui, A. and Sahni, J. (2016) ‘Strategic Human Resource Management in Higher 

Education Institutions: Empirical Evidence from Saudi’, Procedia - Social and 

Behavioral Sciences. The Author(s), 235(October), pp. 361–371. 

Alsheikh, G. A. A., Alnawafleh, E. A. T., Halim, M. S. B. A. and Tambi, A. M. B. A. 

(2017) ‘The impact of human resource management practices, organizational 

culture, motivation and knowledge management on job performance with 

leadership style as moderating variable in the Jordanian Commercial Banks 

Sector’, Journal of Reviews on Global Economics, 6, pp. 477–488. 

Amaratunga, D., Baldry, D., Sarshar, M. and Newton, R. (2002) ‘Quantitative and 

qualitative research in the built environment: application of “mixed” research 

approach’, Work Study, 51(1), pp. 17–31. 

Amin, A., Saeed, R., Lodhi, R. N., Mizna, Simra, Iqbal, A. and Rida-e-Tehreem (2013) 

‘The impact of employees training on the job performance in education sector of 

Pakistan’, Middle East Journal of Scientific Research, 17(9), pp. 1273–1278. 

Amin, B. M. and Abdul Halim Abdul Majid (2017) ‘Impact of compensation and 

benefits on executives’ performance: A study in Malaysian manufacturing 

industry’, Journal of Advanced Research in Social and Behavioural Sciences, 

2(1), pp. 8–15. 

Amin, M., Ismail, W. K. W., Rasid, S. Z. A. and Selemani, R. D. A. (2014) ‘The impact 

of human resource management practices on performance: Evidence from a 

Public University’, The TQM Journal, 26(2), pp. 125–142. 

Amin, M., Khairuzzaman Wan Ismail, W., Zaleha Abdul Rasid, S. and Daverson 

Andrew Selemani, R. (2014a) ‘The impact of human resource management 

practices on performance’, The TQM Journal, 26(2), pp. 125–142. 

Amin, M., Khairuzzaman Wan Ismail, W., Zaleha Abdul Rasid, S. and Daverson 



201 

Andrew Selemani, R. (2014b) ‘The impact of human resource management 

practices on performance’, The TQM Journal, 26(2), pp. 125–142. 

Amir Elnaga and Amen Imran (2013) ‘The effect of training on employee work’, 

European Journal of Business and Management, 26(3), pp. 399–405. 

Anis, A., Islam, R. and Abdullah, N. A. (2018) ‘Challenges faced by Malaysian private 

HLIs in providing quality education: a thematic analysis’, Quality Assurance in 

Education, 26(3), pp. 349–373. 

Anwar, N., Nik Mahmood, N. H., Yusliza, M. Y., Ramayah, T., Noor Faezah, J. and 

Khalid, W. (2020) ‘Green Human Resource Management for organisational 

citizenship behaviour towards the environment and environmental performance 

on a university campus’, Journal of Cleaner Production. Elsevier Ltd, 256, p. 

120401. 

Appelbaum, E., Bailey, T., Berg, P., Kalleberg, A. L. and Bailey, T. A. (2000) 

Manufacturing advantage: Why high-performance work systems pay off. Cornell 

University Press. 

Aryanto, R., Fontana, A. and Afiff, A. Z. (2015) ‘Strategic Human Resource 

Management, Innovation Capability and Performance: An Empirical Study in 

Indonesia Software Industry’, Procedia - Social and Behavioral Sciences. 

Elsevier B.V., 211(September), pp. 874–879. 

Aryee, S., Budhwar, P. S. and Chen, Z. X. (2002) ‘Trust as a mediator of the 

relationship between organizational justice and work outcomes: Test of a social 

exchange model’, Journal of Organizational Behavior. Wiley Online Library, 

23(3), pp. 267–285. 

Asad, M., Yusoff, R., Hussain, A. and Ismail, F. B. (2019) ‘The Mediating Effect of 

Job Satisfaction on the Relationship of HR Practices and Employee Job 

Performance : Empirical Evidence from Higher Education Sector’, 8, pp. 78–94. 

Ashraf, N. and Javed, T. (2014) ‘Impact of Social Networking on Employee 

Performance’, Business Management and Strategy, 5(2), p. 139. 

Aswathappa, K. (2008) ‘Human Resource Management‖ Tata McGraw’, Hill 

Publishing Co. Ltd, 5, p. 5. 

Asyhari, A. (2018) ‘The influence of recruitment, selection, and training toward 

employee performance in hotel industry at Yogyakarta’. Universitas Islan 

Indonesia Repository. https://dspace.uii.ac.id/handle/123456789/11596 

Atatsi, E. A., Stoffers, J. and Kil, A. (2019) ‘Factors affecting employee performance: 



202 

a systematic literature review’, Journal of Advances in Management Research, 

16(3), pp. 329–351. 

Baba, A. J. and David, N. (2020) ‘Do high-performance work systems mediate the 

relationship between HR practices and employee performance in multinational 

corporations (MNCs) in developing economies?’, African Journal of Economic 

and Management Studies. 

Bagozzi, R. P. and Yi, Y. (1988) ‘On the evaluation of structural equation models’, 

Journal of the Academy of Marketing Science, 16(1), pp. 74–94. 

Bahrami, S., Rajaeepour, S., Yarmohmmadian, M. H. and Narsabadi, H. A. B. (2013) 

‘Simple and multiple relations between strategic human resource management 

and intellectual capital in Iranian higher education’, African Journal of Business 

Management. Academic Journals, 7(35), pp. 3451–3460. 

Baltaru, R. D. (2018) ‘Do non-academic professionals enhance universities’ 

performance? Reputation vs. organisation’, Studies in Higher Education. Taylor 

& Francis, 0(0), pp. 1–14. 

Barrett, A. and O’Connell, P. J. (2001) ‘Does training generally work? The returns to 

in-company training’, ILR Review. SAGE Publications Sage CA: Los Angeles, 

CA, 54(3), pp. 647–662. 

Basir, N. M. and Wahjono, S. I. (2014) ‘The Effectiveness of Training Towards Job 

Satisfaction with Job Performance as Mediating Variable at Agricultural 

Agency: Evidence from Malaysia’, Balance Economics, Bussiness, Management 

and Accounting Journal, 10(19), pp. 51–62. 

Basu, G., Jeyasingam, J., Habib, M., Letchmana, U. and Ravindran, R. (2017) ‘The 

Impact of Supply Chain Management Practices on the Performance of Private 

Universities in Malaysia’, International Journal of Supply Chain Management, 

6(3), pp. 22–35. 

Batistic, S. and Tymon, A. (2017) ‘Networking behaviour, graduate employability: a 

social capital perspective’, Education and Training, 59(4), pp. 374–388. 

Becker, B. E. and Huselid, M. A. (2006) ‘Strategic human resources management: 

Where do we go from here?’, Journal of Management, 32(6), pp. 898–925. 

Becker, B. and Huselid, M. A. (2006) ‘Strategic human resources management: Where 

do we go from here?’, Journal of Management, 32(6), p. 898. 

Becker, J. M., Klein, K. and Wetzels, M. (2012) ‘Hierarchical Latent Variable Models 

in PLS-SEM: Guidelines for Using Reflective-Formative Type Models’, Long 



 

203 

 

Range Planning. Elsevier Ltd, 45(5–6), pp. 359–394. 

van den Bekerom, P., Schalk, J. and Torenvlied, R. (2017) ‘Transforming Input Into 

Output: How Downward Networking Mediates the Effect of External 

Networking on Organizational Performance’, Public Performance and 

Management Review. Taylor & Francis, 40(4), pp. 625–651. 

van den Bekerom, P., Torenvlied, R. and Akkerman, A. (2017) ‘Constrained by Red 

Tape’, The American Review of Public Administration, 47(3), pp. 300–322. 

Bernama.com (2019) ‘Malaysia ranks top 5 globally in mobile social media 

penetration, highest in region’, New Straits Times, pp. 3–6. 

Bharata, A. (2016) ‘The Influence of Compensation and Training toward Work 

Discipline and Its Impact on the Employees’ Performance in the Research Center 

of Science and Technology (PUSPIPTEK)’, The Winners, 17(1), p. 1. 

Bibi, M. (2019) ‘Impact of Talent Management Practices on Employee Performance’, 

SEISENSE Journal of Management, 2(1), pp. 22–32. 

Blau, P. M. (1964) ‘Social exchange theory’, Retrieved September, 3(2007), p. 62. 

Blumberg, M. and Pringle, C. D. (1982) ‘The missing opportunity in organizational 

research: Some implications for a theory of work performance’, Academy of 

management Review. Academy of Management Briarcliff Manor, NY 10510, 

7(4), pp. 560–569. 

Borman, W. C., Penner, L. A., Allen, T. D. and Motowidlo, S. J. (2001) ‘Personality 

predictors of citizenship performance’, International journal of selection and 

assessment. Wiley Online Library, 9(1‐2), pp. 52–69. 

Bowling, A. (2005) ‘Mode of questionnaire administration can have serious effects on 

data quality’, Journal of Public Health, 27(3), pp. 281–291. 

Boxall, P. and Purcell, J. (2003) ‘Strategy and Human Resource Management Palgrave 

Macmillan’. Basingstoke. 

Boxall, P., Purcell, J. and Wright, P. M. (2007) ‘Human resource management’, in The 

Oxford handbook of human resource management. 

Brass, D. J., Galaskiewicz, J., Greve, H. R. and Tsai, W. (2012) ‘Taking Stock of 

Networks and Organizations : a Multilevel Perspective’, The Academy of 

Management Journal, 47(6), pp. 795–817. 

Brown, S. (2012) ‘Managing change in universities: a Sisyphean task?’, Quality in 

higher Education. Taylor & Francis, 18(1), pp. 139–146. 

Bryman, A. (2016) Social research methods. Oxford university press. 



204 

Bryman, A. and Bell, E. (2007) ‘Business research strategies’, Business research 

methods, pp. 226–238. 

Bui, H. T. M. and Baruch, Y. (2012) ‘Learning organizations in higher education: An 

empirical evaluation within an international context’, Management Learning, 

43(5), pp. 515–544. 

Buller, P. F. and McEvoy, G. M. (2012) ‘Strategy, human resource management and 

performance: Sharpening line of sight’, Human Resource Management Review. 

Elsevier Inc., 22(1), pp. 43–56. 

Burhanudin Sastera and Hanif Mauludin (2018) ‘The Influence Of Employee Benefits 

Programs on Employee Morale And The Influence Of Employee Benefits 

Programson Employee Morale And Employee Performance In PT . CJI 

Pasuruan’, International Journal of Business and Management Invention 

(IJBMI), 7(5), pp. 25–43. 

Burns, K. E. A., Duffett, M., Kho, M. E., Meade, M. O., Adhikari, N. K. J., Sinuff, T. 

and Cook, D. J. (2008) ‘A guide for the design and conduct of self-administered 

surveys of clinicians’, Cmaj. Can Med Assoc, 179(3), pp. 245–252. 

Cain, M. K., Zhang, Z. and Yuan, K. H. (2016) ‘Univariate and multivariate skewness 

and kurtosis for measuring nonnormality: Prevalence, influence and estimation’, 

Behavior Research Methods. Behavior Research Methods, 49(5), pp. 1716–

1735. 

Cao, X., Guo, X., Vogel, D. R., Liu, H. and Gu, J. (2012) ‘Understanding the influence 

of social media in the workplace: An integration of media synchronicity and 

social capital theories’, Proceedings of the Annual Hawaii International 

Conference on System Sciences, pp. 3938–3947. 

Casani, F., De Filippo, D., García-Zorita, C. and Sanz-Casado, E. (2014) ‘Public 

versus private universities: Assessment of research performance; Case study of 

the Spanish university system’, Research Evaluation, 23(1), pp. 48–61. 

Charbonnier‐Voirin, A. and Roussel, P. (2012) ‘Adaptive performance: A new scale 

to measure individual performance in organizations’, Canadian Journal of 

Administrative Sciences/Revue Canadienne des Sciences de l’Administration. 

Wiley Online Library, 29(3), pp. 280–293. 

Charoensukmongkol, P. (2014) ‘Effects of support and job demands on social media 

use and work outcomes’, Computers in Human Behavior. Elsevier Ltd, 36, pp. 

340–349. 



205 

Chen, H.-M. and Hsieh, Y.-H. (2006) ‘Key trends of the total reward system in the 

21st century’, Compensation & Benefits Review. Sage Publications Sage CA: 

Thousand Oaks, CA, 38(6), pp. 64–70. 

Chen, X.-P. and Chen, C. C. (2012) ‘Chinese guanxi: The good, the bad and the 

controversial’, in Handbook of Chinese Organizational Behavior. Edward Elgar 

Publishing. 

Chen, Y. Y., Zhang, Y. and Fey, C. F. (2011) ‘When collaborative HR practices may 

not work well: The moderating role of social capital in the Chinese life insurance 

industry’, International Journal of Human Resource Management, 22(2), pp. 

433–456. 

Cheng, J. W., Chiu, W. La and Tzeng, G. H. (2013) ‘Do impression management 

tactics and/or supervisor-subordinate guanxi matter?’, Knowledge-Based 

Systems. Elsevier B.V., 40, pp. 123–133. 

Chernyak-Hai, L. and Rabenu, E. (2018) ‘The New Era Workplace Relationships: Is 

Social Exchange Theory Still Relevant?’, Industrial and Organizational 

Psychology, 11(3), pp. 456–481. 

Chibucos, T. R., Leite, R. W. and Weis, D. L. (2005) ‘Social exchange theory’, 

Readings in family theory. Thousand Oaks, CA: Sage Publications, pp. 137–163. 

Chijioke, N. and Chinedu, F. (2015) ‘Effect of Rewards on Employee Performance in 

Organizations : A Study of Selected Commercial Banks in Awka Metropolis’, 

7(4), pp. 80–89. 

Chong, V. and Law, M. B. C. (2016) ‘The effect of a budget-based incentive 

compensation scheme on job performance: The mediating role of trust-in-

supervisor and organisational commitment’, Journal of Accounting & 

Organizational Change, 12(4), p. 509. 

Chuang, C. H., Chen, S. jer and Chuang, C. W. (2013) ‘Human resource management 

practices and organizational social capital: The role of industrial characteristics’, 

Journal of Business Research. Elsevier Inc., 66(5), pp. 678–687. 

Clifford Tizhe Oaya, Z., Ogbu, J. and Remilekun, G. (2017) ‘Impact of Recruitment 

and Selection Strategy on Employees’ Performance: A Study of Three Selected 

Manufacturing Companies in Nigeria’, International Journal of Innovation and 

Economic Development, 3(3), pp. 32–43. 

Cohen, J. (1988) ‘Statistical power analysis for the social sciences’. Hillsdale, NJ: 

Erlbaum. 



 

206 

 

Collins, C. J. and Clark, K. D. (2003) ‘Strategic human resource practices, top 

management team social networks, and firm performance: The role of human 

resource practices in creating organizational competitive advantage’, Academy 

of Management Journal, 46(6), pp. 740–751. 

Collins, C. J. and Smith, K. G. (2006) ‘Knowledge exchange and combination: The 

role of human resource practices in the performance of high-technology firms’, 

Academy of Management Journal, 49(3), pp. 544–560. 

Coltman, T., Devinney, T. M., Midgley, D. F. and Venaik, S. (2008) ‘Formative versus 

reflective measurement models: Two applications of formative measurement’, 

Journal of Business Research. Elsevier Inc., 61(12), pp. 1250–1262. 

De Cooman, R., De Gieter, S., Pepermans, R., Du Bois, C., Caers, R. and Jegers, M. 

(2008) ‘Freshmen in nursing: Job motives and work values of a new generation’, 

Journal of Nursing Management. Wiley Online Library, 16(1), pp. 56–64. 

Cox, A. M. (2007) ‘Beyond information - Factors in participation in networks of 

practice: A case study of web management in UK higher education’, Journal of 

Documentation, 63(5), pp. 765–787. 

Creswell, J., W. (2009) ‘Mapping the Field of Mixed Methods Research’, Journal of 

Mixed Methods Research, 3, pp. 95–108. 

Cullen-Lester, K. L., Maupin, C. K. and Carter, D. R. (2017) ‘Incorporating social 

networks into leadership development: A conceptual model and evaluation of 

research and practice’, Leadership Quarterly. Elsevier B.V., 28(1), pp. 130–152. 

Daoanis, L. E. (2012) ‘Performance appraisal system: It’s Implication To Employee 

Performance’, International Journal of Economics and Management Sciences, 

2(3), pp. 55–62. 

Darwish, T. K., Singh, S. and Mohamed, A. F. (2013) ‘The role of strategic HR 

practices in organisational effectiveness: an empirical investigation in the 

country of Jordan’, International Journal of Human Resource Management, 

24(17), pp. 3343–3362. 

Dauda, Y. and Singh, G. (2017) ‘Review of Integrating HRM Best Practices for 

Academic Quality in Higher Educational Institutions’, International Journal of 

Applied Environmental Sciences, 12(12), pp. 2037–2047. 

Decramer, A., Smolders, C. and Vanderstraeten, A. (2012) ‘The International Journal 

of Human Employee performance management culture and system features in 

higher education : relationship with employee performance management 



207 

satisfaction’, The International Journal of Human Resource Management, (April 

2014), pp. 37–41. 

Dermol, V. and Čater, T. (2013) ‘The influence of training and training transfer factors 

on organisational learning and performance’, Personnel Review, 42(3), pp. 324–

348. 

Dessler, G. (2013) ‘Human resource management 13th ed’. Pearson. 

Diamantopoulos, A. (2005) ‘The C-OAR-SE procedure for scale development in 

marketing: A comment’, International Journal of Research in Marketing, 22(1), 

pp. 1–9. 

Dillman, D. A. (2011) Mail and Internet surveys: The tailored design method--2007 

Update with new Internet, visual, and mixed-mode guide. John Wiley & Sons. 

Dinantara, M. D. (2019) ‘The Analysis of Selection and Training Model in Efforts To 

Increase Employee Performance Pt. Arzuro HR Performance’, Scientific Journal 

of Reflection, 2(1), pp. 61–70. 

Dittes, S. and Smolnik, S. (2019) ‘Towards a digital work environment: the influence 

of collaboration and networking on employee performance within an enterprise 

social media platform’, Journal of Business Economics. Springer Berlin 

Heidelberg, 89(8–9), pp. 1215–1243. 

Donate, M. J., Peña, I. and Sánchez de Pablo, J. D. (2016) ‘HRM practices for human 

and social capital development: effects on innovation capabilities’, International 

Journal of Human Resource Management, 27(9), pp. 928–953. 

Dufays, F. and Huybrechts, B. (2014) ‘Connecting the Dots for Social Value: A 

Review on Social Networks and Social Entrepreneurship’, Journal of Social 

Entrepreneurship. Taylor & Francis, 5(2), pp. 214–237. 

Echevarria, D. G. (2009) ‘the Contribution of Higher Education Toeconomic 

Development in a Globalized Environment’, pp. 1–145. 

Edirisooriya, W. A. (2014) ‘Impact of Rewards on Employee Performance : With 

Special Reference to ElectriCo .’, (February), pp. 311–318. 

Edralin, D. M. (2004) ‘Training: A strategic HRM function’, Centre for Business and 

Economic Research and Development, 7(4), pp. 1–4. 

Education (2018) ‘Redesigning Malaysia’ s Higher Education System’, The Star 

Online, pp. 1–5. 

Edwards, B. D., Bell, S. T., Arthur  Winfred, J. and Decuir, A. D. (2008) ‘Relationships 

between facets of job satisfaction and task and contextual performance’, Applied 



208 

psychology. Wiley Online Library, 57(3), pp. 441–465. 

Eisenberg, D. G. F. M. J. (2018) 3 Ways to Nurture Collaboration between University 

and Industry.pdf, weforum.org. 

Eisenberger, R. and Stinglhamber, F. (2011) Perceived organizational support: 

Fostering enthusiastic and productive employees. American Psychological 

Association. 

Erdogan, B., Bauer, T. N., Peiro, J. M. and Truxillo, D. M. (2011) ‘Overqualified 

employees: Making the best of a potentially bad situation for individuals and 

organizations’, Industrial and organizational psychology. Wiley Online Library, 

4(2), pp. 215–232. 

Erisen, E. and Erisen, C. (2012) ‘The Effect of Social Networks on the Quality of 

Political Thinking’, Political Psychology, 33(6), pp. 839–865. 

Etikan, I. (2016) ‘Comparison of Convenience Sampling and Purposive Sampling’, 

American Journal of Theoretical and Applied Statistics, 5(1), p. 1. 

Evans, W. R. and Davis, W. D. (2005) ‘High-performance work systems and 

organizational performance: The mediating role of internal social structure’, 

Journal of Management, 31(5), pp. 758–775. 

Fang, R., Chi, L., Chen, M. and Baron, R. A. (2015) ‘Bringing political skill into social 

networks: Findings from a field study of entrepreneurs’, Journal of Management 

Studies, 52(2), pp. 175–212. 

Finn, A. and Kayande, U. (2005) ‘How fine is C-OAR-SE? A generalizability theory 

perspective on Rossiter’s procedure’, International Journal of Research in 

Marketing, 22(1), pp. 11–21. 

Foley, D. and O’Connor, A. J. (2013) ‘Social Capital and the Networking Practices of 

Indigenous Entrepreneurs’, Journal of Small Business Management, 51(2), pp. 

276–296. 

Fornell, C. and Larcker, D. F. (1981) ‘Structural Equation Models with Unobservable 

Variables and Measurement Error: Algebra and Statistics’, Journal of Marketing 

Research, 18(3), p. 382. 

Forret, M. L. and Dougherty, T. W. (2001) ‘Correlates of Networking Behavior for 

Managerial and Professional Employees’, Group and Organization 

Management, 26(3), pp. 283–311. 

Forret, M. L. and Dougherty, T. W. (2004) ‘Networking Behaviors and Career 

Outcomes : Differences for Men and Women ? Networking behaviors and career 



209 

outcomes : differences for men and women ?’, 437(MAY), pp. 419–437. 

Forte, J. (2015) ‘The 3 reasons why employees underperform’, 

https://www.weforum.org/agenda/2015/02/the-3-reasons-why-employees-

underperform/. 

Francis, X. G. and Brian, H. K. (1994) ‘Factors that bias employee performance 

appraisals’, Work Study. Emerald Group Publishing Limited, 43(3), pp. 10–13. 

Franke, G. and Sarstedt, M. (2019) ‘Heuristics versus statistics in discriminant validity 

testing: a comparison of four procedures’, Internet Research, 29(3), pp. 430–

447. 

Frenkel, S. J. and Bednall, T. (2016) ‘How training and promotion opportunities, 

career expectations, and two dimensions of organizational justice explain 

discretionary work effort’, Human Performance. Taylor & Francis, 29(1), pp. 

16–32. 

Frey, B. B. (2018) The SAGE encyclopedia of educational research, measurement, 

and evaluation. Sage Publications. 

Fuller, C. M., Simmering, M. J., Atinc, G., Atinc, Y. and Babin, B. J. (2016) ‘Common 

methods variance detection in business research’, Journal of Business Research. 

Elsevier Inc., 69(8), pp. 3192–3198. 

Gant, J., Ichniowski, C. and Shaw, K. (2002) ‘Social Capital and Organizational 

Change in High-Involvement and Traditional Work Organizations’, Journal of 

Economics & Management Strategy, 11(2), pp. 289–328. 

Garbach, K. and Morgan, G. P. (2017) ‘Grower networks support adoption of 

innovations in pollination management: The roles of social learning, technical 

learning, and personal experience’, Journal of Environmental Management. 

Elsevier Ltd, 204, pp. 39–49. 

Gefen, D., Rigdon, E. E. and Straub, D. (2011) ‘An update and extension to SEM 

guidelines for administrative and social science research’, MIS Quarterly: 

Management Information Systems, 35(2), pp. 1–7. 

Gerhart, B. B. B. (1996) ‘The Impact of Human Resource Management on 

Organizational Performance: progress and Prospects’, The Academy of 

Management Journal, 39(4), pp. 779–801. 

Ghasemy, M., Hussin, S., Megat Daud, M. A. K., Md Nor, M., Ghavifekr, S. and 

Kenayathulla, H. B. (2018) ‘Issues in Malaysian Higher Education: A 

Quantitative Representation of the Top Five Priorities, Values, Challenges, and 



210 

Solutions From the Viewpoints of Academic Leaders’, SAGE Open, 8(1). 

Ghebregiorgis, F. and Karsten, L. (2006) ‘Human resource management practices in 

Eritrea: Challenges and prospects’, Employee Relations, 28(2), pp. 144–163. 

Gibson, C., Hardy, J. H. and Buckley, M. R. (2014a) ‘Understanding the role of 

networking in organizations’, Career Development International, 19(2), pp. 

141–161. 

Gibson, C., Hardy, J. H. and Buckley, M. R. (2014b) ‘Understanding the role of 

networking in organizations’, Career Development International, 19(2), pp. 

146–161. 

Gill, C., Metz, I., Tekleab, A. G. and Williamson, I. O. (2020) ‘The combined role of 

conscientiousness, social networks, and gender diversity in explaining individual 

performance in self-managed teams’, Journal of Business Research. Elsevier, 

106(September 2018), pp. 250–260. 

Gittell, J. H., Seidner, R. and Wimbush, J. (2010) ‘A Relational Model of How High-

Performance Work Systems Work’, (May 2015). 

Gomez-Mejia, L. R., Balkin, D. B., Cardy, R. L. and Carson, K. P. (2007) Managing 

human resources. Pearson/Prentice Hall Upper Saddle River, NJ. 

Goudy, W. J. (1976) ‘Nonresponse Effects on Relationships Between Variables’, 

Public Opinion Quarterly, 40(3), p. 360. 

Griffin, M. A., Neal, A. and Neale, M. (2000) ‘The contribution of task performance 

and contextual performance to effectiveness: Investigating the role of situational 

constraints’, Applied Psychology, 49(3), pp. 517–533. 

Griffin, M. A., Neal, A. and Parker, S. K. (2007) ‘A new model of work role 

performance: Positive behavior in uncertain and interdependent contexts’, 

Academy of management journal. Academy of Management Briarcliff Manor, 

NY 10510, 50(2), pp. 327–347. 

Guan, X. and Frenkel, S. J. (2019) ‘Explaining supervisor–subordinate guanxi and 

subordinate performance through a conservation of resources lens’, Human 

Relations, 72(11), pp. 1752–1775. 

Guba, E. G. and Lincoln, Y. S. (1989) Fourth generation evaluation. Sage. 

Guba, E. G. and Lincoln, Y. S. (1994) ‘Competing paradigms in qualitative research’, 

Handbook of qualitative research. California, Sage Publications, 2(163–194), p. 

105. 

Gummesson, E. (2000) Qualitative methods in management research. Sage. 



211 

Hafeez, U. and Akbar, W. (2015) ‘Impact of Training on Employees Performance: 

Evidence from Pharmaceutical Companies in Karachi, Pakistan’, Business 

Management and Strategy, 6(1), p. 49. 

Hair, J. F., Ringle, C. M. and Sarstedt, M. (2011) ‘PLS-SEM: Indeed a silver bullet’, 

Journal of Marketing Theory and Practice, 19(2), pp. 139–152. 

Hair, J. F., Risher, J. J., Sarstedt, M. and Ringle, C. M. (2018) ‘The Results of PLS-

SEM Article information’, European Business Review, 31(1), pp. 2–24. 

Hair Jr, J. F., Hult, G. T. M., Ringle, C. and Sarstedt, M. (2016) A primer on partial 

least squares structural equation modeling (PLS-SEM). Sage publications. 

Hair Jr, J. F., Sarstedt, M., Ringle, C. M. and Gudergan, S. P. (2017) Advanced issues 

in partial least squares structural equation modeling. Sage Publications. 

Halim, A. (2018) ‘Validating the Relationship between HR practices and Employee 

Performance in Nigeria Mohammed Jibrin-Bida’, (February), pp. 1–16. 

Hambrick, D. C. (2007) ‘Upper Echelons Theory: An Update’, Academy of 

Management Review, 32(2), pp. 334–343. 

Hamzah Mohammad A. Al Qudah, Abdullah Osman and Hamzah Edris M. Al Qudah. 

(2014) ‘The Impact of Human Resource Management Practices on Employee 

Performance in Banking Industry of Pakistan’, International Journal of 

Scientific & Technology Research, 3(9), pp. 86–99. 

Hanaysha, J. R. and Hussain, S. (2018) ‘An Examination of the Factors Affecting 

Employee Motivation in the Higher Education Sector’, Asia-Pacific Journal of 

Management Research and Innovation, 14(1–2), pp. 22–31. 

Hansen, M. B. and Villadsen, A. R. (2017) ‘The external networking behaviour of 

public managers - the missing link of weak ties’, Public Management Review. 

Routledge, 19(10), pp. 1556–1576. 

Harel, G. H. and Tzafrir, S. S. (1999) ‘The effect of human resource management 

practices on the perceptions of organizational and market performance of the 

firm’, Human Resource Management: Published in Cooperation with the School 

of Business Administration, The University of Michigan and in alliance with the 

Society of Human Resources Management. Wiley Online Library, 38(3), pp. 

185–199. 

Harris, L., Rae, A. and Misner, I. (2012) ‘Punching above their weight: The changing 

role of networking in SMEs’, Journal of Small Business and Enterprise 

Development, 19(2), pp. 335–351. 



212 

Haslinda, A. (2009) ‘Evolving terms of human resource management and 

development’, The journal of International social research, 2(9), pp. 180–186. 

Hayes, A. F. and Rockwood, N. J. (2016) ‘Regression-based Statistical Mediation and 

Moderation Analysis in Clinical Research: Observation, Recommendations and 

Implementation’, Mediation and Moderation in Clinical Research, 7(August), 

pp. 165–173. 

Hee, O. C., Halim, M. A., Ping, L. L., Kowang, T. O. and Fei, G. C. (2019a) ‘The 

Relationship between Human Resource Management Practices and Job 

Performance in the Courier Service Industry’, International Journal of Academic 

Research in Business and Social Sciences, 9(3), pp. 63–79. 

Hee, O. C., Halim, M. A., Ping, L. L., Kowang, T. O. and Fei, G. C. (2019b) ‘The 

Relationship between Human Resource Management Practices and Job 

Performance in the Courier Service Industry’, International Journal of Academic 

Research in Business and Social Sciences, 9(3), pp. 63–79. 

Hee, O. C. and Jing, K. R. (2018) ‘The Influence of Human Resource Management 

Practices on Employee Performance in the Manufacturing Sector in Malaysia’, 

International Journal of Human Resource Studies, 8(2), p. 129. 

Hellriegel, D., Jackson, S. E., Slocum, J. W. and Cameron, E. A. (1999) Management: 

Study Guide. South-Western. 

Henseler, J., Ringle, C. M. and Sarstedt, M. (2015) ‘A new criterion for assessing 

discriminant validity in variance-based structural equation modeling’, Journal 

of the Academy of Marketing Science, 43(1), pp. 115–135. 

Henttonen, K., Janhonen, M. and Johanson, J. E. (2013) ‘Internal social networks in 

work teams: Structure, knowledge sharing and performance’, International 

Journal of Manpower, 34(6), pp. 616–634. 

Herbert, D., John, J. and Lee (2000) ‘Personnel/Human Resource Management’, 

Personnel/Human Resource Management. 

Heri Sapari Kahpi, Aan Khurosaini, I. S. (2017) ‘Pengaruh Pelatihan dan Motivasi 

Berprestasi Terhadap Kinerja Pegawai Dengan Kompetensi Sebagai Variabel 

Intervening’, Jurnal Riset Bisnis dan Manajemen Tirtayasa (JRBMT), 1(1), pp. 

1–10. 

Hernandez-Espallardo, M., Osorio-Tinoco, F. and Rodriguez-Orejuela, A. (2018) 

‘Improving firm performance through inter-organizational collaborative 

innovations: The key mediating role of the employee’s job-related attitudes’, 



213 

Management Decision. 

Hirst, G., Van Knippenberg, D., Zhou, J., Quintane, E. and Zhu, C. (2015) ‘Heard it 

through the grapevine: Indirect networks and employee creativity’, Journal of 

Applied Psychology, 100(2), pp. 567–574. 

Van Hoye, G., van Hooft, E. A. J. and Lievens, F. (2009) ‘Networking as a job search 

behaviour: A social network perspective’, Journal of Occupational and 

Organizational Psychology, 82(3), pp. 661–682. 

Huang, L. V. and Liu, P. L. (2017) ‘Ties that work: Investigating the relationships 

among coworker connections, work-related Facebook utility, online social 

capital, and employee outcomes’, Computers in Human Behavior. Elsevier B.V., 

72, pp. 512–524. 

Huang, Y.-M. (2016) ‘Networking behavior: from goal orientation to promotability’, 

Personnel Review, 45(5), pp. 907–927. 

Hulland, J. (1999) ‘Use of Partial Least Squares (PLS) in Strategic Management 

Research: A Review of Four Recent Studies’, Strategic Management Journal, 

21(3), pp. 195–204. 

Huo, B., Zhao, X. and Zhou, H. (2014) ‘The effects of competitive environment on 

supply chain information sharing and performance: An empirical study in 

China’, Production and Operations Management, 23(4), pp. 552–569. 

Husin, N. H. and Gungkang, A. S. (2017) ‘High Performance Work Systems And 

Employee Job Performance: Evidence From Banking Sector In Malaysia’, 

Journal of Global Business and Social Entrepreneurship, 1(3), pp. 62–74. 

Hutchings, K. and Weir, D. (2006a) ‘Guanxi and Wasta : A Comparison’, 

International Business Review, 48(February), pp. 141–156. 

Hutchings, K. and Weir, D. (2006b) ‘Understanding networking in China and the Arab 

World’, Journal of European Industrial Training, 30(4), pp. 272–290. 

Hwang, A., Kessler, E. H. and Francesco, A. M. (2004) ‘Student Networking 

Behavior, Culture, and Grade Performance: An Empirical Study and 

Pedagogical Recommendations’, Academy of Management Learning & 

Education, 3(2), pp. 139–150. 

Ibrahim, R., Boerhannoeddin, A. and Bakare, K. K. (2017) ‘The effect of soft skills 

and training methodology on employee performance’, European Journal of 

Training and Development, 41(4), pp. 388–406. 

Ikem, C. O. (2019) ‘Training and employee performance of Auto Parts Manufacturing 



214 

SMEs in Nnewi, Anambra State’, EPRA International Journal of Research and 

Development (IJRD), 4(2). 

Ikramullah, M., Shah, B., Khan, S., Ul Hassan, F. S. and Zaman, T. (2012) ‘Purposes 

of Performance Appraisal System: A Perceptual Study of Civil Servants in 

District Dera Ismail Khan Pakistan’, International Journal of Business and 

Management, 7(3), pp. 142–151. 

Imna, M. and Hassan, Z. (2015) ‘Influence of Human Resource Management Practices 

on Employee Retention in Maldives Retail Industry’, International Journal of 

Accounting and Business Management, 4(2), pp. 50–80. 

Iqbal, S., Baluch, N. and Abdullah, C. S. (2018) ‘The Factors Affecting Employee ’s 

Performance Of Higher Education’, Journal of Humanities and Social Sciences, 

5(2), pp. 0–14. 

Islam, M. R. (2018) ‘Sample size and its role in Central Limit Theorem (CLT)’, 

International Journal of Physics and Mathematics, 1, pp. 37–47. 

J. C., N. and Bernstein, I. H. (1994) ‘Psychometric theory’, p. 3rd ed.

Jafar, R. M. S., Geng, S., Ahmad, W., Niu, B. and Chan, F. T. S. (2019) ‘Social media 

usage and employee’s job performance: The moderating role of social media 

rules’, Industrial Management and Data Systems, 119(9), pp. 1908–1925. 

Jager, J., Putnick, D. L. and Bornstein, M. H. (2017) ‘More Than Just Convenient: the 

Scientific Merits of Homogeneous Convenience Samples’, Monographs of the 

Society for Research in Child Development, 82(2), pp. 13–30. 

Jagero, N., Komba, H. V. and Mlingi, M. N. (2012) ‘Relationship between on the Job 

Training and Employees’ Performance in Courier Companies in Dar es Salaam 

, Tanzania’, International Journal of Humanities & Social Science, 2(22), pp. 

114–120. 

De Janasz, S. C. and Forret, M. L. (2008) ‘Learning the art of networking: A critical 

skill for enhancing social capital and career success’, Journal of Management 

Education, 32(5), pp. 629–650. 

Jarvis, C. B., MacKenzie, S. B. and Podsakoff, P. M. (2003) ‘A Critical Review of 

Construct Indicators and Measurement Model Misspecification in Marketing 

and Consumer Research’, Journal of Consumer Research, 30(2), pp. 199–218. 

Jiang, K., Lepak, D. P., Han, K., Hong, Y., Kim, A. and Winkler, A. L. (2012) 

‘Clarifying the construct of human resource systems: Relating human resource 

management to employee performance’, Human Resource Management Review. 



215 

Elsevier B.V., 22(2), pp. 73–85. 

Jiang, X., Liu, H., Fey, C. and Jiang, F. (2018) ‘Entrepreneurial orientation, network 

resource acquisition, and firm performance: A network approach’, Journal of 

Business Research, 87(February), pp. 46–57. 

Johari, J. and Subramaniam, H. (2020) ‘Proactive Personality, Human Resource 

Management Practices, and Job Performance: A Case of Banking Sector 

Employees in Malaysia’, Journal of Business & Economic Analysis, 3(1), pp. 5–

29. 

Johnson, J. W. (2003) ‘Toward a better understanding of the relationship between 

personality and individual job performance’, Personality and work: 

Reconsidering the role of personality in organizations, pp. 83–120. 

Jolaosho, S. O., Shodiya, O. A., Raji, O. A. and Akintan, I. O. (2018) ‘The effect of 

recruitment and selection process on job performance in telecommunication 

industry in Nigeria: An assessment of MTN Customer Service Centre 

Abeokuta’, International Journal of Management and Economics Invention, 

4(02), pp. 1639–1651. 

Jouda, A. A., Ahmad, U. N. U. and Dahleez, K. A. (2016) ‘The impact of human 

resource management practices on employees performance: The case of islamic 

university of Gaza in palestine’, International Review of Management and 

Marketing, 6(4), pp. 1080–1088. 

Juan A. Marin-Garcia and Juan Martinez Tomas (2016) ‘Deconstructing AMO 

framework: A systematic review’, Intangible Capital, 12(4), pp. 1040–1087. 

Kadir, A., Humaid AlHosani, A., Ismail, F. and Sehan, N. (2019) ‘The Effect of 

Compensation and Benefits Towards Employee Performance’, ACHITS 2019. 

Karia, A. O., Stella Omari, Szumbah Mwanaongoro and Agasa Ondieki (2016) 

‘Impact of recruitment and selection on performance of the public water utilities 

in Tanzania’, African Journal of Education and Human Development, 2, pp. 39–

45. 

Kasimu Sendawula and Saadat Nakyejwe Kimuli (2019) ‘Training, employee 

engagement and employee performance: evidence from Makerere University, 

Kampala, Uganda’s Health Sector’, Journal of Social Sciences Management and 

Entrepreneurship, 3(April), pp. 1–9. 

Kelley, D. J., Peters, L. and O’Connor, G. C. (2009) ‘Intra-organizational networking 

for innovation-based corporate entrepreneurship’, Journal of Business 



216 

Venturing. Elsevier Inc., 24(3), pp. 221–235. 

Kellner, A., Cafferkey, K. and Townsend, K. (2019) ‘Ability, Motivation and 

Opportunity theory: a formula for employee performance?’, in Elgar 

Introduction to Theories of Human Resources and Employment Relations. 

Edward Elgar Publishing. 

Kennedy, K. N., Lassk, F. G. and Burns, M. B. (2001) ‘A scale assessing team-based 

job performance in a customer-oriented environment’, Journal of Quality 

Management. Elsevier, 6(2), pp. 257–273. 

Kepha, O., Mukulu, E. and Waititu, G. A. (2014) ‘The influence of recruitment and 

selection on the performance of employees in research institutes in Kenya’, 

International Journal of Science and Research, 3(5), pp. 132–138. 

Kerlinger, F. N. (1973) Foundations of behavioral research: Educational, 

psychological and sociological inquiry. Holt Rinehart and Winston. 

Khan, N., Waqas, H. and Muneer, R. (2017) ‘Impact of Rewards (Intrinsic and 

extrinsic) on Employee Performance With Special Reference to Courier 

Companies of City Faisalabad, Pakistan.’, International Journal of Management 

Excellence, 8(2), p. 937. 

Kilduff, M. and Brass, D. J. (2010) ‘Job design: A social network perspective’, Journal 

of Organizational Behavior. JSTOR, 31(2/3), pp. 309–318. 

De Klerk, S. (2010) ‘The importance of networking as a management skill’, South 

African Journal of Business Management, 41(1), pp. 37–49. 

de Klerk, S. and Verreynne, M. L. (2017) ‘The networking practices of women 

managers in an emerging economy setting: negotiating institutional and social 

barriers’, Human Resource Management Journal, 27(3), pp. 477–501. 

Kline, R. B. (2015) Principles and practice of structural equation modeling. Guilford 

publications. 

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., de Vet, H. C. W. and van der 

Beek, A. J. (2014) ‘Measuring individual work performance: Identifying and 

selecting indicators’, Work. IOS Press, 48(2), pp. 229–238. 

Korir, I. (2016) ‘The Effect of Reward Management on Employees Commitment in 

the Universities in Nakuru County-Kenya’, Journal of Human Resource 

Management, 4(4), p. 37. 

Kramer, R., Bartram, T., De Cieri, H., Noe, R. A., Hollenbeck, J. R., Gerhart, B. and 

Wright, P. M. (2011) ‘Human resource management in Australia-strategy, 



217 

people, performance’, Australia Pt. Ltd, North Ryde, NSW: McGraw Hill. 

Kruss, G., McGrath, S., Petersen, I. haam and Gastrow, M. (2015) ‘Higher education 

and economic development: The importance of building technological 

capabilities’, International Journal of Educational Development. Elsevier Ltd, 

43, pp. 22–31. 

Kum, F. D., Cowden, R. and Karodia, A. M. (2014) ‘The impact of training and 

development on employee performance: A case study of ESCON Consulting’, 

Singaporean Journal of Business Economics and Management Studies, 3(3), pp. 

72–105. 

Kumari, N. and Malhotra, R. (2013) ‘A Study of the Recruitment and Selection 

process: SMC Global’, ZENITH International Journal of Multidisciplinary 

Research. ZENITH International Research & Academic Foundation (ZIRAF) 

India, 3(2), pp. 244–254. 

Kuwabara, K., Zou, X., Aven, B., Hildebrand, C. and Iyengar, S. (2020) ‘Lay theories 

of networking ability: Beliefs that inhibit instrumental networking’, Social 

Networks. Elsevier, 62, pp. 1–11. 

Kwahk, K. Y. and Park, D. H. (2015) ‘Network sharing beyond knowledge sharing: 

The mediating role of tertius iungens orientation in social media contexts’, 

Proceedings of the Annual Hawaii International Conference on System Sciences, 

2015-March, pp. 3900–3909. 

Lai, H. M., Hsiao, Y. L. and Hsieh, P. J. (2018) ‘The role of motivation, ability, and 

opportunity in university teachers’ continuance use intention for flipped 

teaching’, Computers and Education. Elsevier Ltd, 124, pp. 37–50. 

Lai, N. G. V. H. J. M. P. L. (2016) ‘A multilevel perspective of interpersonal trust: 

Individual, dyadic, and cross-level predictors of performance’, Journal of 

Organizational Behaviour, 60(1), pp. 5–22. 

Larry J. Williams and Stella E. Anderson (1991) ‘Job Satisfaction and Organizational 

Commitment as Predictors of Organizational Citizenship and In-Role 

Behaviors’, pp. 601–617. 

Latan, H. and Noonan, R. (2017) ‘Partial least squares path modeling: Basic concepts, 

methodological issues and applications’, Partial Least Squares Path Modeling: 

Basic Concepts, Methodological Issues and Applications, pp. 1–414. 

Lee, K. J. (2017) ‘Strategic human resource management for university-industry 

collaborations in Korea: financial incentives for academic faculty and 



 

218 

 

employment security of industry liaison offices’, Technology Analysis and 

Strategic Management. Taylor & Francis, 0(0), pp. 1–12. 

Lee, S. P. and Isa, M. (2015) ‘Directors’ remuneration, governance and performance: 

the case of Malaysian banks’, Managerial Finance. Emerald Group Publishing 

Limited. 

Lee, S. Y. and Lee, S. W. (2018) ‘The effect of Facebook use on office workers’ job 

performance and the moderating effects of task equivocality and 

interdependence’, Behaviour and Information Technology. Taylor & Francis, 

37(8), pp. 828–841. 

Leftheriotis, I. and Giannakos, M. N. (2014) ‘Using social media for work: Losing 

your time or improving your work?’, Computers in Human Behavior. Elsevier 

Ltd, 31(1), pp. 134–142. 

Leskin, B. D. (1985) ‘“ Managing Human Assets”, by Michael Beer, Bert Spector, 

Paul R. Lawrence, D. Quinn Mills, and Richard E. Walton (Book Review)’, 

Human Resource Management. John Wiley., 24(3), p. 362. 

Leung, A., Zhang, J., Wong, P. K. and Foo, M. Der (2006) ‘The use of networks in 

human resource acquisition for entrepreneurial firms: Multiple “fit” 

considerations’, Journal of Business Venturing, 21(5), pp. 664–686. 

Levin, R. I. (2011) Statistics for management. Pearson Education India. 

Lewis, B. R., Templeton, G. F. and Byrd, T. A. (2005) ‘A methodology for construct 

development in MIS research’, European Journal of Information Systems. 

Taylor & Francis, 14(4), pp. 388–400. 

Lim, P. and Williams, G. (2015) ‘Private Higher Education in Malaysia Are we 

heading towards a crisis ? Part 1 : Overview’. 

Liu, J., Hui, C., Lee, C. and Chen, Z. X. (2013) ‘Why do I feel valued and why do I 

contribute? A relational approach to employee’s organization-based self-esteem 

and job performance’, Journal of Management Studies, 50(6), pp. 1018–1040. 

Lohmöller, J.-B. (2013) Latent variable path modeling with partial least squares. 

Springer Science & Business Media. 

Loo, L.-H. (2013) ‘The Effectiveness of Strategic Human Resource Management 

Practices on Firm Performance in the Malaysian Insurance Industry Loo-See 

Beh’, International Journal of Academic Research in Business and Social 

Sciences, 3(5), pp. 3–4. 

Loo, L.-H. and Beh, L.-S. (2015) ‘The marriage between strategic human resource 



219 

management and firm performance, the journey to everlasting love’, Asian 

Journal of Management Research, 449(2). 

López-Cabrales, Á., Real, J. C. and Valle, R. (2011) ‘Relationships between human 

resource management practices and organizational learning capability: The 

mediating role of human capital’, Personnel Review, 40(3), pp. 344–363. 

Lu, Y. and Pan, T. (2019) ‘The effect of employee participation in enterprise social 

media on their job performance’, IEEE Access, 7, pp. 137528–137542. 

Luke, J. Y. (2017) ‘The Implications of Using Social Networking Sites for The 

Academic and The Non-academic Staffs in Two Indonesian Private 

Universities’, pp. 1015–1018. 

Luo, Y., Huang, Y. and Wang, S. L. (2012) ‘Guanxi and organizational performance: 

A meta-analysis’, Management and Organization Review, 8(1), pp. 139–172. 

Lynn, M. R. (1986) ‘Determination and quantification of content validity.’, Nursing 

research. Lippincott Williams & Wilkins. 

Madan, D. and Bajwa, J. (2016) ‘Human Resource Management Practices and their 

Impact on the Job Performance of Employees with Special Reference to Banking 

Sector’, International Journal of Engineering Technology, Management and 

Applied Sciences, 4(4), pp. 30–34. 

Mahoney, T. A. and John R. Deckop (1986) ‘014920638601200206.Pdf’. 

Malekmohamadi Faradonbeh, M., Biglari, S., Shirvani, M. R., Behzadian, F. and 

Malekmohammadi Faradonbeh, F. (2014) ‘A study on the effects of human 

resources management on employee performance’, Management Science 

Letters, 4(5), pp. 925–930. 

Malik, M. (2019) ‘Teks Ucapan Menteri Pendidikan Malaysia’, Majlis TVET 

Empowerment, 2019(September), pp. 1–9. 

Mangkunegara, A. P. and Agustine, R. (2016) ‘Effect of Training, Motivation and 

Work Environment on Physicians’ Performance’, Academic Journal of 

Interdisciplinary Studies, 5(1), pp. 173–188. 

Manogharan, M. W. and Thivaharan, T. (2018) ‘Academic Staff Retention in Private 

Higher Education Institute - Case Study of Private Colleges in Kuala Lumpur’, 

International Journal of Higher Education, 7(3), p. 52. 

Mansor, R. Y., Kundari, S. and Saleh, N. M. (2015) ‘Hubungan saling pengaruh 

lembaga pengarah dan prestasi firma: perspektif rangkaian sosial’, Jurnal 

Pengurusan, 43, pp. 129–143. 



220 

Manzoor, F., Wei, L., Bányai, T., Nurunnabi, M. and Subhan, Q. A. (2019) ‘An 

examination of sustainable HRM practices on job performance: An application 

of training as a moderator’, Sustainability (Switzerland), 11(8), pp. 1–19. 

Mardia, B. Y. K. V (1970) ‘Measures of multivariate skewness and kurtosis with 

applications’, Biometrika, 57(3), p. 519. 

Marqués-Sánchez, P., Muñoz-Doyague, M. F., Martínez, Y. V., Everett, M., Serrano-

Fuentes, N., Van Bogaert, P., Vassilev, I. and Reeves, D. (2018) ‘The importance 

of external contacts in job performance: a study in healthcare organizations using 

social network analysis’, International Journal of Environmental Research and 

Public Health, 15(7). 

Marr, B. (2015) 7 causes of poor employee performance, 

www.weforum.org/agenda/2015/03/7-causes-poor-employee-performance. 

Mas Anom Abdul Rashid, Mohd Noor Azman Othman, Mohd Zainudin Othman and 

Nurul Fatini Abdullah. (2016) ‘The Influence of Compensation on Job 

Performance among Employees in Malaysia’, 1st International Conference on 

Business Management and social Science at Penang, Malaysia, 14(1), pp. 51–

62. 

‘Maszlee: Edutourism steadily gaining popularity in Malaysia | Malaysia ... 

https://www.malaymail.com/news/malaysia/2019/11/30/maszlee-edutou...’ 

(2020), pp. 2019–2021. 

Matolo, R. S., Iravo, P. M. and Waititu, P. G. A. (2019) ‘Study on Relationship 

between Recruitment and Selection and Employee Performance in Technical 

Training Institutes in Kenya’, International Journal of Scientific Research and 

Management, 7(03), pp. 440–451. 

Mattjik, M., Akbar, M. and Yasin, M. (2020) ‘Managing human resources in a higher 

education institution: Managing the lecturers’, International Journal of 

Scientific and Technology Research, 9(1), pp. 2360–2363. 

Matur, A. (2018) ‘The impact of social networking sites on employees’ performance’, 

2018 15th Learning and Technology Conference, L and T 2018, pp. 14–19. 

Mauroner, O. (2016) ‘Social media for the purpose of knowledge creation and 

creativity management - A study of knowledge workers in Germany’, 

International Journal of Learning and Intellectual Capital, 13(2–3), pp. 167–

183. 

Mbugua, G. M., Waiganjo, E. W. and Njeru, A. (2014) ‘Relationship between 



221 

Strategic Recruitment and Employee Retention in Commercial Banks in Kenya’, 

International Journal of Business Administration, 6(1), pp. 87–97. 

McCook, K. D. (2002) Organizational Perceptions and their Relationships to Job 

Attitudes , Effort, Performance and Organizational Citizenship Behaviors, 

ProQuest Dissertations and Theses. 

McDermott, E. E. L. I. G. S. B. M. (2009) ‘Performance management and reward’, 

AIP Conference Proceedings, 1148 2(June), pp. 909–912. 

Mei, T. S., Yahya, K. K. and Teong, L. K. (2013) ‘Hubungan Antara Pengurusan 

Sumber Manusia Dengan Prestasi Organisasi: Kajian Empirikal Terhadap 

Organisasi Pembuatan Di Malaysia’, Jurnal Pengurusan, 38, pp. 111–117. 

Mellahi, K. and Harris, L. C. (2016) ‘Response Rates in Business and Management 

Research: An Overview of Current Practice and Suggestions for Future 

Direction’, British Journal of Management, 27(2), pp. 426–437. 

Melnikovas, A. (2018) ‘Towards an Explicit Research Methodology: Adapting 

Research Onion Model for Futures Studies’, Journal of Futures Studies, 23(2), 

pp. 29–44. 

Melton, E. K. and Meier, K. J. (2016) ‘For the Want of a Nail: The Interaction of 

Managerial Capacity and Human Resource Management on Organizational 

Performance’, Public Administration Review, 77(1), pp. 118–130. 

Memon, M. A., Hwa, C. J., Ramayah, T. and Ting, H. (2018) ‘Mediation Analysis: 

Issues and Recommendations’, Journal of Applied Structural Equation 

Modeling, 2(January). 

Memon, M. A., Ting, H., Ramayah, T., Chuah, F. and Cheah, J.-H. (2017) ‘A Review 

of the Methodological Misconceptions and Guidelines Related To the 

Application of Structural Equation Modeling: a Malaysian Scenario’, Journal of 

Applied Structural Equation Modeling, 1(1), pp. i–xiii. 

Meurs, J. A., Perrewé, P. L. and Ferris, G. R. (2011) ‘Political skill as moderator of 

the trait sincerity-task performance relationship: A socioanalytic, narrow trait 

perspective’, Human Performance, 24(2), pp. 119–134. 

Milkovich, G. T., Newman, J. M. and Gerhart, B. (2010) ‘Compensation’. Mc Graw 

Hill, New York, NY. 

Mir, M. M. and Amin, H. (2016) ‘The influencing factors of employee performance 

and its effects on performance appraisal of the employees on higher education 

sectors of Karachi, Pakistan’, KASBIT Business Journal, 9(January), pp. 31–62. 



222 

Mira, M. S., Choong, Y. V. and Thim, C. K. (2019) ‘The effect of HRM practices and 

employees’ job satisfaction on employee performance’, Management Science 

Letters, 9(6), pp. 771–786. 

Mitu, F., Akter, M., Mita, F., Ameen, M. and Mustafi, A. (2016) ‘The Effectiveness 

of Training and Development on Employee Performance at Private Commercial 

Banks in Bangladesh: SEM Approach’, International Scholar Journal of 

Accounting and Finance, 2(2), pp. 43–54. 

Mohamed Aly, N. A. E.-F. and El-Shanawany, S. M. (2016) ‘The Influence Of 

Performance Appraisal Satisfaction On Nurses’ Motivation And Their Work 

Outcomes In Critical Care And Toxicology Units’, European Scientific Journal, 

ESJ, 12(20), p. 119. 

Mohammed Jibrin-Bida, Abdul-Halim Abdul-Majid, A. I. (2017) ‘Management 

support as a moderator in the HR practices-employee performance relationship’, 

International Journal of Management Research & Review, 7(1), pp. 13–27. 

Mohd Nasurdin, A., Tan, C. L. and Naseer Khan, S. (2020) ‘Can high performance 

work practices and satisfaction predict job performance?An examination of the 

Malaysian private health-care sector’, International Journal of Quality and 

Service Sciences, 12, pp. 521–540. 

Mohd Zabri, Y., Rosmah, M. I. and Nor Liza, A. (2015) ‘Pemahaman Hubungan antara 

Modal Sosial dan Perkongsian Pengetahuan dalam Community of Practice di 

Sektor Awam Malaysia : Kesan ke Atas Prestasi Kerja Individu’, Jurnal 

Pengurusan, 44(2015), pp. 11–23. 

Muchiri, H. (2016) ‘Effects of rewards on employee performance in the hospitality 

industry: a case of anirobi serena hotel’, Thesis, Master of Science in 

Management and Organizational Development, 2(2). 

Mun, Y. W., Aziz, Y. A. and Bojei, J. (2018) ‘Preliminary study of international 

students in Malaysia on perceived university and destination image towards 

intention to recommend’, Journal of Research in Business, Economics and 

Management, 10(5), pp. 2078–2091. 

Mundhra, D. Das and Jacob, W. (2011) ‘Intrinsic motivators in the Indian 

manufacturing sector: An empirical study.’, IUP Journal of Organizational 

Behavior, 10(2). 

Munn, P. and Drever, E. (1990) Using Questionnaires in Small-Scale Research. A 

Teachers’ Guide. ERIC. 



223 

Murthy, U., Abdullah, N. and Abdullah, H. (2020) ‘The Participation of Ageing 

Academicians in Private Universities in Malaysia.’, International Journal of 

Psychosocial Rehabilitation, 24(1). 

Mutua, J., Kinyili, J. and Arasa, R. (2017) ‘Assessing the Influence of Human 

Resource Management Practices on Employee Performance in the Health Sector 

in’, Ijecm.Co.Uk, V(10), pp. 282–322. 

Muya, R. K. B. and James Muya (2019) ‘Non-monetary compensation practices and 

employee output: A critical review of literature’, International Journal of Social 

Sciences and Information Technology, V(IV). 

Nabi, M. N., Syduzzaman, M. and Munir, M. S. (2016) ‘The Impact of Human 

Resource Management Practices on Job Performances: A Case Study of Dhaka 

Bank Pvt. Ltd., Bangladesh’, Human Resource Management Research, 6(2), pp. 

45–54. 

Nadarajah, S., Kadiresan, V., Kumar, R., Kamil, N. N. A. and Yusoff, Y. M. (2012) 

‘The Relationship of HR Practices and Job Performance of Academicians 

towards Career Development in Malaysian Private Higher Institutions’, 

Procedia - Social and Behavioral Sciences. Elsevier B.V., 57, pp. 102–118. 

Naeem, M., Jamal, W. and Khan Riaz, M. (2017) ‘The Relationship of Employees’ 

Performance Appraisal Satisfaction with Employees’ Outcomes: Evidence from 

Higher Educational Institutes’, FWU Journal of Social Sciences, 11(2), pp. 71–

81. 

Najafi, L., Hamidi, Y., Vatankhah, S. and Purnajaf, A. (2010) ‘Performance appraisal 

and its effects on employees’ motivation and job promotion’, Australian Journal 

of Basic and Applied Sciences, 4(12), pp. 6052–6056. 

Nanggala, J. (2015) ‘Analysis The Performance Appraisal Effectiveness On Employee 

Performance At PT. Pelindo IV (Persero) Bitung’, Jurnal Riset Ekonomi, 

Manajemen, Bisnis dan Akuntansi, 3(4), pp. 598–607. 

Nassazi, A. (2013) Effects of training on employee performance, University of Applied 

Sciences. 

Nesheim, T., Olsen, K. M. and Sandvik, A. M. (2017a) ‘Never walk alone: achieving 

work performance through networking ability and autonomy’, Employee 

Relations, 39(2), pp. 240–253. 

Nesheim, T., Olsen, K. M. and Sandvik, A. M. (2017b) ‘Never walk alone: achieving 

work performance through networking ability and autonomy’, Employee 



224 

Relations, 39(2), pp. 240–253. 

Newell, S. (2005) Recruitment and selection, Managing human resources: Personnel 

management in transition. Blackwell Cambridge. 

Ng, I. and Chow, I. H. S. (2005) ‘Does networking with colleagues matter in enhancing 

job performance?’, Asia Pacific Journal of Management, 22(4), pp. 405–421. 

Ng, X. Le (2018) ‘The relationship between perceived servant leadership 

characteristics, human resource practices and turnover intention in small 

medium enterprises’. 

Nitzl, C. (2015) ‘Partial Least Squares Structural Equation Modelling ( PLS-SEM ) in 

Management Accounting Research : Critical Analysis , Advances , and Future 

Directions’, PLS in Management Accounting Research. 

Noe, R. A., Hollenbeck, J. R., Gerhart, B. A. and Wright, P. M. (2007) Fundamentals 

of human resource management. McGraw-Hill/Irwin Boston, MA. 

Noe, R. A. and Kodwani, A. D. (2018) Employee training and development, 7e. 

McGraw-Hill Education. 

Nunnally, J. C. (1978) Psychometric Theory: 2d Ed. McGraw-Hill. 

Nurulhadi, H. (2018) ‘Pengaruh rekrutmen, seleksi dan kepuasan kerja terhadap 

kinerja karyawan Pt Aseli Dagadu Djokdja’, Universitas Islam Indonesia. 

Nzeru, W., Nzimakwe, I., Mutambara, E. and Munapo, E. (2015) ‘Impact of Training 

and Development on Employees’ Performance’, The Indian Economic Journal, 

63(3), pp. 448–472. 

Nzomoi Mulwa, M. and Muthoni Weru, J. (2017) ‘The influence of performance 

management system on employee performance in commercial Banks in Kitui 

Town, Kitui County, Kenya’, International Journal of Humanities and Social 

Science, 7(6), pp. 44–55. 

Obi, R. U. and Mary Rose Ikhazuangbe (2016) ‘Online Social Networking Education 

and Employee Performance in Seven-up Bottling Plant, Ibadan, Nigeria’, 

Proceedings of INCEDI 2016 Conference. 

Ochidi Zekeri, Suleiman Olusegun, Olumoyegun Peter Mayoma and Yusufu 

Ojochenemi Sunday. (2019) ‘Effect of performance appraisal on employees’ 

performance of selected deposit money banks in Lokoja’, Ilorin Journal of 

Human Resource Management (IJHRM), 3(2), pp. 21–33. 

Odero, J. A. and Makori, E. (2016) ‘Effect of Recruitment Practices of Adjunct 

Lecturers on Employee Performance : A Survey of Universities in Kakamega 



225 

County , Kenya’, International Journal of Multidisciplinary and Current 

Research, 4(2015), pp. 706–712. 

Ofori, D. and Aryeetey, M. (2011) ‘Recruitment and Selection Practices in Small and 

Medium Enterprises: Perspectives from Ghana’, International Journal of 

Business Administration, 2(3), pp. 45–60. 

Okechukwu, W. (2017) ‘Influence of Training and Development, Employee 

Performance on Job Satisfaction Among the Staff of School of Technology 

Management and Logistics, Universiti Utara Malaysia’, Journal of Technology 

Management & Business, 14(1), pp. 1–16. 

Okolocha, C. C. (2016) ‘Assesment of the effects of performance appraisal on job 

performance of office employees (non-academic staff ) in selected tertiary 

institutions in Kogi state , Nigeria’, 3(4), pp. 55–67. 

Opatha, H. (2009) Human Resource Management: Personnel. 

Orpen, C. (1996) ‘Dependency as a moderator of the effects of networking behavior 

on managerial career success’, Journal of Psychology: Interdisciplinary and 

Applied, 130(3), pp. 245–248. 

Osman, I., Ho, T. C. F. and Carmen Galang, M. (2011) ‘The relationship between 

human resource practices and firm performance: an empirical assessment of 

firms in Malaysia’, Business Strategy Series, 12(1), pp. 41–48. 

Othman, S. A. and Mahmood, N. H. N. (2019) ‘Linking employee engagement 

towards individual work performance through human resource management 

practice: From high potential employee’s perspectives’, Management Science 

Letters, 9, pp. 1083–1092. 

Otoo, F. N. K., Otoo, E. A., Abledu, G. K. and Bhardwaj, A. (2019) ‘Impact of human 

resource development (HRD) practices on pharmaceutical industry’s 

performance’, European Journal of Training and Development, 43(1/2), pp. 

188–210. 

Ou, C. X., Sia, C. L. and Hui, C. K. (2013) ‘Computer-mediated communication and 

social networking tools at work’, Information Technology and People, 26(2), pp. 

172–190. 

Paauwe, J. and Boselie, P. (2005) ‘HRM and performance: what next?’, Human 

resource management journal. Wiley Online Library, 15(4), pp. 68–83. 

Pahos, N. and Galanaki, E. (2019) ‘Staffing practices and employee performance: the 

role of age’, Evidence-based HRM: a Global Forum for Empirical Scholarship, 



226 

7(1), pp. 93–112. 

Pak, K., Kooij, D. T. A. M., De Lange, A. H. and Van Veldhoven, M. J. P. M. (2019) 

‘Human Resource Management and the ability, motivation and opportunity to 

continue working: A review of quantitative studies’, Human Resource 

Management Review. Elsevier, 29(3), pp. 336–352. 

Pallant, J. (2016) SPSS Survival Manual. Open University Press. 

Park, J. Y., Im, I. and Sung, C. S. (2017) ‘Is social networking a waste of time? the 

impact of social network and knowledge characteristics on job performance’, 

Knowledge Management Research and Practice, 15(4), pp. 560–571. 

Parker, S. K., Williams, H. M. and Turner, N. (2006) ‘Modeling the antecedents of 

proactive behavior at work.’, Journal of applied psychology. American 

Psychological Association, 91(3), p. 636. 

Pataraia, N., Falconer, I., Margaryan, A., Littlejohn, A. and Fincher, S. (2014) ‘“Who 

do you talk to about your teaching?”: networking activities among university 

teachers’, Frontline Learning Research, 2(2), pp. 4–14. 

Peng, M. W. and Luo, Y. (2000) ‘Managerial ties and firm performance in a transition 

economy: The nature of a micro-macro link’, Academy of Management Journal, 

43(3), pp. 486–501. 

Perkins, S. J. and Vartiainen, M. A. (2010) ‘European reward management? 

Introducing the special issue’, thunderbird international Business review, 52(3), 

p. 175.

Phoong, S. Y., Phoong, S. W. and Tan, X. J. (2018) ‘A mediation analysis on level of 

education and economic growth’, Journal of Social Sciences Research, 

2018(Special Issue  6), pp. 417–422. 

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y. and Podsakoff, N. P. (2003) ‘Common 

Method Biases in Behavioral Research: A Critical Review of the Literature and 

Recommended Remedies’, Journal of Applied Psychology, 88(5), pp. 879–903. 

Podsakoff, P. M., MacKenzie, S. B. and Podsakoff, N. (2012) ‘Sources of Method Bias 

in Social Science Research and Recommendations on How to Control it’, Ssrn. 

Polit, D. F. and Beck, C. T. (2010) ‘Generalization in quantitative and qualitative 

research: Myths and strategies’, International journal of nursing studies. 

Elsevier, 47(11), pp. 1451–1458. 

Poon, J. M. L. (2012) ‘Distributive Justice, Procedural Justice, Affective Commitment, 

and Turnover Intention: A Mediation–Moderation Framework 1’, Journal of 



227 

Applied Social Psychology. Wiley Online Library, 42(6), pp. 1505–1532. 

Porter, C. M. and Woo, S. E. (2015) ‘Untangling the Networking Phenomenon: A 

Dynamic Psychological Perspective on How and Why People Network’, Journal 

of Management, 41(5), pp. 1477–1500. 

Porter, C. M., Woo, S. E. and Campion, M. A. (2016a) ‘Internal and External 

Networking Differentially Predict Turnover Through Job Embeddedness and 

Job Offers’, Personnel Psychology, 69(3), pp. 635–672. 

Porter, C. M., Woo, S. E. and Campion, M. A. (2016b) ‘Internal and External 

Networking Differentially Predict Turnover Through Job Embeddedness and 

Job Offers’, Personnel Psychology, 69(3), pp. 635–672. 

Prabu, A. S. and Wijayanti, D. T. (2016) ‘Pengaruh Penghargaan dan Motivasi 

Terhadap Kinerja Karyawan (Studi Pada Divisi Penjualan PT. United Motors 

Center Suzuki Ahmad Yani, Surabaya)’, Jurnal Ekonomi Bisnis dan 

Kewirausahaan, 5(2), p. 104. 

Pradhan, R. K. and Jena, L. K. (2017) ‘Employee Performance at Workplace: 

Conceptual Model and Empirical Validation’, Business Perspectives and 

Research, 5(1), pp. 69–85. 

Preacher, K. J. and Hayes, A. F. (2008) ‘Asymptotic and resampling strategies for 

assessing and comparing indirect effects in multiple mediator models’, Behavior 

Research Methods, 40(3), pp. 879–891. 

Price, A. (2007) Human resource management in a business context. Cengage 

Learning EMEA. 

Provan, K. G. and H. Brinton Milward (1999) ‘Do Networks really work? - A 

Framework for Evaluating Public-Sector Organizational Networks’, Academy of 

Management Proceedings, pp. 1–7. 

Punch, K. F. (2003) Survey research: The basics. Sage. 

Purohit, M. (2014) ‘Performance appraisal System of cooperative banks in pune 

region: Its implication to employee’s performance.’, International Journal Of 

Scientific & Engineering Research, 5(1), pp. 1161–1170. 

Quansah, N. (2013) ‘The Impact of Hrm Practices on Organisational Performance: the 

Case Study of Some Selected Rural Banks’, pp. 1–132. 

Rahmany, S. M. (2018) The effect of Recruitment and Selection Process on 

Employees’ Performance: The case study of Afghanistan’s Civil Servant, PhD 

Thesis. 



228 

Rajalingam, Y. and Jauhar, J. (2015) ‘A Study on the impact of empowerment on 

employee performance: The mediating role of appraisal’, International Journal 

of Liberal Arts and Social Science, 3(1), pp. 92–104. 

Rasdi, R. M., Garavan, T. N. and Ismail, M. (2013) ‘Networking behaviours and 

managers’ career success in the Malaysian public service: The moderating effect 

of gender’, Personnel Review, 42(6), pp. 684–703. 

Rasheed, M. I., Aslam, H. D., Yousaf, S. and Noor, A. (2011) ‘A critical analysis of 

performance appraisal system for teachers in public sector universities of 

Pakistan: A case study of the Islamia University of Bahawalpur (IUB)’, African 

Journal of Business Management, 5(9), pp. 3735–3744. 

Rashid, S., Hamza, M. F. Ben and Said, H. M. (2018) ‘Impacts of Rewards, 

Promotions and Supervisor Support on Academic Staff’s Performance: An 

Empirical Study in Malaysian Universities’, International Journal of Academic 

Research in Business and Social Sciences, 8(9), pp. 1983–1998. 

Ravi, A. (2019) ‘Knowledge Management Skills and Its Impact on Job Performance 

of Employees Working in Selected I.T. Companies in Hyderabad’, International 

Journal of Recent Technology and Engineering, 8(4), pp. 3580–3585. 

Ren, S. and Chadee, D. (2017) ‘Influence of work pressure on proactive skill 

development in China: The role of career networking behavior and Guanxi 

HRM’, Journal of Vocational Behavior. Elsevier B.V., 98, pp. 152–162. 

Ren, S., Yang, F. and Wood, R. (2019) ‘How work-related capabilities influence job 

performance: a relational perspective’, International Journal of Human 

Resource Management. Routledge, 30(7), pp. 1157–1180. 

Riani, M. E., Maarif, M. S. and Affandi, J. (2017) ‘Pengaruh Program Pelatihan dan 

Motivasi Kerja terhadap Kinerja Karyawan PT. Td Automotive Compressor 

Indonesia’, Jurnal Aplikasi Bisnis dan Manajemen, 3(2), pp. 290–298. 

Ringle, C. M., Sarstedt, M., Mitchell, R. and Gudergan, S. P. (2020) ‘Partial least 

squares structural equation modeling in HRM research’, International Journal 

of Human Resource Management. Routledge, 31(12), pp. 1617–1643. 

Ringle, C. M., Sarstedt, M. and Straub, D. W. (2012) ‘A Critical Look at the Use of 

Group Projects as a Pedagogical Tool’, MIS Quarterly, 36. 

Robert Kase, Jaap Paauwe and Nada Zupan (2009) ‘HR Practices, Interpersonal 

Relations, and Intrafirm Knowledge Transfer in Knowledge-Intensive Firms: A 

Social Network Perspective’, in Human Resource Management, pp. 615–639. 



229 

Rosdi, I. S. and Harris, H. (2011) ‘Human Resource Management Practices and 

Organisational Commitment: The Case of Academics in a Malaysian Higher 

Education Institution.’, 2nd International Conference on Business and Economic 

Research, pp. 1155–1173. 

Rubel, M. R. B., Rimi, N. N., Yusliza, M. Y. and Kee, D. M. H. (2018) ‘High 

commitment human resource management practices and employee service 

behaviour: Trust in management as mediator’, IIMB Management Review. 

Elsevier Ltd, 30(4), pp. 316–329. 

Rucker, D. D., Preacher, K. J., Tormala, Z. L. and Petty, R. E. (2011) ‘Mediation 

Analysis in Social Psychology: Current Practices and New Recommendations’, 

Social and Personality Psychology Compass, 5(6), pp. 359–371. 

Rumokoy, F. S. (2019) ‘The Influence of Reward and Punishment Toward 

Employee’S Performance At Bank Indonesia Branch Manado’, Jurnal EMBA: 

Jurnal Riset Ekonomi, Manajemen, Bisnis dan Akuntansi, 7(1), pp. 471–480. 

Rungtusanatham, M., Miller, J. W. and Boyer, K. K. (2014) ‘Theorizing, testing, and 

concluding for mediation in SCM research: Tutorial and procedural 

recommendations’, Journal of Operations Management, 32(3), pp. 99–113. 

Sandhu, M. S., Jain, K. K. and Ahmad, I. U. K. bte (2011) ‘Knowledge sharing among 

public sector employees: Evidence from Malaysia’, International Journal of 

Public Sector Management, 24(3), pp. 206–226. 

Sani, A. D. (2012) ‘Strategic human resource management and organizational 

performance in the Nigerian insurance industry: The impact of organizational 

climate’, Business Intelligence Journal, 5(1), pp. 8–20. 

Sarstedt, M., Hair, J. F., Cheah, J. H., Becker, J. M. and Ringle, C. M. (2019) ‘How to 

specify, estimate, and validate higher-order constructs in PLS-SEM’, 

Australasian Marketing Journal. Elsevier Ltd, 27(3), pp. 197–211. 

Saunders, M., Lewis, P. and Thornhill, A. (2007) ‘Research methods’, Business 

Students 4th edition Pearson Education Limited, England. 

Saunders, M. N. K. (2012) ‘Choosing research participants’, Qualitative 

organizational research: Core methods and current challenges. Sage London, 

England, pp. 35–52. 

Scheidegger, N. (2012) ‘Network structure or tie content? the impact of managerial 

networks on career outcomes and influence’, Proceedings of the Annual Hawaii 

International Conference on System Sciences, pp. 790–799. 



230 

Schuler, R. S. and Jackson, S. E. (1987) ‘Linking competitive strategies with human 

resource management practices’, Academy of Management Perspectives. 

Academy of Management Briarcliff Manor, NY 10510, 1(3), pp. 207–219. 

Schweisfurth, M., Davies, L., Symaco, L. P. and Valiente, O. (2018) ‘Higher 

education, bridging capital, and developmental leadership in the Philippines: 

Learning to be a crossover reformer’, International Journal of Educational 

Development. Elsevier, 59(September 2017), pp. 1–8. 

Sekaran, U. and Bougie, R. (2003) ‘Research Methods For Business, A Skill Building 

Approach, John Willey & Sons’, Inc. New York. 

Sekaran, U. and Bougie, R. (2016) Research methods for business: A skill building 

approach. John Wiley & Sons. 

Selden, B. S. and Sowa, J. E. (2011) ‘Management and Appraisal in Human Service 

Organizations ’:, Public Personnel Management, 40(3), pp. 251–264. 

Sendawula, K., Nakyejwe Kimuli, S., Bananuka, J. and Najjemba Muganga, G. (2018) 

‘Training, employee engagement and employee performance: Evidence from 

Uganda’s health sector’, Cogent Business and Management. Cogent, 5(1), pp. 

1–12. 

Seri Azriana and Darshini (2020) PRESS STATEMENT - HRDF approved more than 

1 Million training places. 

Shantha, A. A. (2019) ‘The Impact of Training on Employees Performance in Banking 

Sector: With Special Reference to Bank of Ceylon in Sri Lanka’, IOSR Journal 

of Humanities and Social Science, 24(6), pp. 34–42. 

Sharafizad, J. (2014) ‘The networking behaviour of women small business owners’, p. 

243. 

Sharafizad, J. and Coetzer, A. (2016) ‘The networking interactions of Australian 

women small business owners’, Small Enterprise Research. Taylor & Francis, 

23(2), pp. 135–150. 

Shattock, M. (2012) ‘Managing higher education in the post-2012 era’, London Review 

of Education, 10(3), pp. 241–246. 

Shaw, J. B., Tang, S. F. Y., Fisher, C. D. and Kirkbride, P. S. (1993) ‘Organizational 

and environmental factors related to HRM practices in Hong Kong: a cross-

cultural expanded replication’, International journal of human resource 

management. Taylor & Francis, 4(4), pp. 785–815. 

Sidharth, S., Matthew, R. and Ghosh, E. (2016) ‘A Study on the Impact of Human 



231 

Resource Management on the Performance at an Educational Institution : A 

Study amongst the Workforce’, Indira Management Review, X(2), pp. 83–94. 

Sikora, D. M. and Ferris, G. R. (2014) ‘Strategic human resource practice 

implementation: The critical role of line management’, Human Resource 

Management Review. Elsevier Inc., 24(3), pp. 271–281. 

Sivapragasam, P. and Raya, R. P. (2018) ‘HRM and employee engagement link: 

Mediating role of employee well-being’, Global Business Review. SAGE 

Publications Sage India: New Delhi, India, 19(1), pp. 147–161. 

Smith, V. (2010) ‘Review article: Enhancing employability: Human, cultural, and 

social capital in an era of turbulent unpredictability’, Human Relations, 63(2), 

pp. 279–300. 

Smylie, M. A. and Wenzel, S. A. (2006) ‘Promoting Instructional Improvement: A 

Strategic Human Resource Management Perspective.’, Consortium on Chicago 

School Research. ERIC. 

Sohrab Ahmad and Khurram Shahzad (2011) ‘HRM and employee performance: A 

case of university teachers of Azad Jammu and Kashmir (AJK) in Pakistan’, 

African Journal of Business Management, 5(13), pp. 5249–5253. 

Song, Q., Wang, Y., Chen, Y., Benitez, J. and Hu, J. (2019) ‘Impact of the usage of 

social media in the workplace on team and employee performance’, Information 

and Management. Elsevier, 56(8), p. 103160. 

Storey, J. (1995) ‘Human resource management: Still marching on, or marching out’, 

Human resource management: A critical text. Routledge London, 1, pp. 3–32. 

Storey, J. (2007) Human resource management: A critical text. Cengage Learning 

EMEA. 

Storey, J. (2014) New Perspectives on Human Resource Management (Routledge 

Revivals). Routledge. 

Subedi, R. and (Nepal), A. S. (2019) ‘Association between Human Resource 

Management Practices and Organisational Citizenship Behaviour in Nepalese 

Commercial Banks’, Indian Journal of Commerce & Management Studies, 

XI(1), p. 32. 

Sultana, A., Irum, S., Ahmed, K. and Mehmood, N. (2012) ‘Impact of training on 

employee performance: A study of telecommunication sector in Pakistan’, 

Interdisciplinary Journal of contemporary research in business, 4(6), pp. 646–

661.



232 

Sum, S., Mathews, M. R., Pourghasem, M. and Hughes, I. (2008) ‘Internet technology 

and social capital: How the internet affects seniors’ social capital and wellbeing’, 

Journal of Computer-Mediated Communication, 14(1), pp. 202–220. 

Sumelius, J., Björkman, I. and Smale, A. (2008) ‘The influence of internal and external 

social networks on HRM capabilities in MNC subsidiaries in China’, 

International Journal of Human Resource Management, 19(12), pp. 2294–2310. 

Sutanto, E. M. and Kurniawan, M. (2016) ‘The impact of recruitment, employee 

retention and labor relations to employee performance on batik industry in Solo 

city, Indonesia’, International Journal of Business and Society, 17(2), pp. 375–

390. 

Suwardi, M., Yusof, M., Habidin, N. F. and Arjunan, L. (2019) ‘The Issues and 

Challenges of Recruitment and Selection Among Academician in Malaysia 

Higher Education Institutions’, Kolokium Pendidikan 2019, Institut Pendidikan 

Guru Ipoh, Perak, (July), pp. 0–16. 

Szel, K., Rudzka, G.-, The, I. and Krala, B.- (2018) ‘Human Resources Management 

in Higher Education Institutions in Poland’, Management, 22(1), pp. 208–225. 

Taba, S. T., Hossain, L., Heard, R., Brennan, P., Lee, W. and Lewis, S. (2016) 

‘Personal and network dynamics in performance of knowledge workers: A study 

of australian breast radiologists’, PLoS ONE, 11(2), pp. 1–15. 

Tabiu, A., Pangil, F. and Othman, S. Z. (2016) ‘Examining the link between HRM 

Practices and Employees’ performance in Nigerian public sector’, Management 

Science Letters, (June), pp. 395–408. 

Tashtoush, L. and Eyupoglu, S. Z. (2020) ‘The relationship between human resource 

management practices and organisational citizenship behaviour’, South African 

Journal of Business Management, 51(1), pp. 1–11. 

Tauhed, S. Z., Roziah Mohd. Rasdi, Rahinah Ibrahim and Bahaman Abu Samah (2019) 

‘The Influence of Networking, Individual Effort, and Time Management on 

Research Performance of Academics at Malaysian Research Universities’, 

Revista Publicando, (19). 

Taylor, S. (2006) ‘Acquaintance, meritocracy and critical realism: Researching 

recruitment and selection processes in smaller and growth organizations’, 

Human Resource Management Review. Elsevier, 16(4), pp. 478–489. 

Tehseen, S., Ramayah, T. and Sajilan, S. (2017) ‘Testing and Controlling for Common 

Method Variance: A Review of Available Methods’, Journal of Management 



233 

Sciences, 4(2), pp. 142–168. 

Thi, G., Vu, H., Tuan, D. and Phong, T. (2020) ‘High performance human resource 

system and organizational citizenship Behaviors : An empirical study in 

Vietnam’, Management Science Letters, 10, pp. 2913–2922. 

Thompson, J. A. (2005) ‘Proactive personality and job performance: A social capital 

perspective’, Journal of Applied Psychology, 90(5), pp. 1011–1017. 

Thornton, S. C., Henneberg, S. C. and Naudé, P. (2014) ‘Conceptualizing and 

validating organizational networking as a second-order formative construct’, 

Industrial Marketing Management. Elsevier B.V., 43(6), pp. 951–966. 

Thurston, P. W. and McNall, L. (2010) ‘Justice perceptions of performance appraisal 

practices’, Journal of Managerial Psychology. Emerald Group Publishing 

Limited. 

Tian, A. W., Cordery, J. and Gamble, J. (2016a) ‘Staying and performing: How human 

resource management practices increase job embeddedness and performance’, 

Personnel Review, 45(5), pp. 947–968. 

Tian, A. W., Cordery, J. and Gamble, J. (2016b) ‘Staying and performing’, Personnel 

Review, 45(5), pp. 947–968. 

Torenvlied, R., Akkerman, A., Meier, K. J. and O’Toole, L. J. (2012) ‘The Multiple 

Dimensions of Managerial Networking’, The American Review of Public 

Administration, 43(3), pp. 251–272. 

Totterdell, P., Holman, D. and Hukin, A. (2008) ‘Social networkers: Measuring and 

examining individual differences in propensity to connect with others’, Social 

Networks, 30(4), pp. 283–296. 

Tsang, E. W. K. and Kwan, K.-M. (1999) ‘Replication and theory development in 

organizational science: A critical realist perspective’, Academy of Management 

review. Academy of Management Briarcliff Manor, NY 10510, 24(4), pp. 759–

780. 

Tulenan, S. (2015) ‘the Effect of Work Environment and Compensation Toward 

Employee Performance At the Office of State Assets and Auction Service 

Manado’, Jurnal Riset Ekonomi, Manajemen, Bisnis dan Akuntansi, 3(3), pp. 

672–682. 

Turk, K. and Killumets, E. (2014) ‘Performance Management of Academic Staff on 

the Example of the Faculties of Economics in University of Tartu and in Tallinn 

University of Technology’, SSRN Electronic Journal, (October). 



 

234 

 

Utz, S. and Breuer, J. (2019) ‘The Relationship between Networking, LinkedIn Use, 

and Retrieving Informational Benefits’, Cyberpsychology, Behavior, and Social 

Networking, 22(3), pp. 180–185. 

Vogus, T. J. (2006) ‘What is it about relationships? A Behavioral Theory of Social 

Capital and Performance’, LERA 58th Annual Proceedings, 37(2), pp. 91–100. 

Volmer, J., Schulte, E. M., Handke, L., Rodenbücher, L. and Tröger, L. (2019) ‘Do 

All Employees Benefit From Daily Networking? The Moderating Effect of the 

Affiliation Motive’, Journal of Career Development, pp. 1–14. 

Vui-Yee, K. (2015) ‘The Impact of Strategic Human Resource Management on 

Employee Outcomes in Private and Public Limited Companies in Malaysia’, 

Journal of Human Values, 21(2), pp. 75–86. 

Vui-Yee, Koon (2015) ‘The Impact of Strategic Human Resource Management on 

Employee Outcomes in Private and Public Limited Companies in Malaysia’, 

Journal of Human Values, 21(2), pp. 75–86. 

Van Waeyenberg, T. and Decramer, A. (2018) ‘Line managers’ AMO to manage 

employees’ performance: the route to effective and satisfying performance 

management’, International Journal of Human Resource Management. 

Routledge, 29(22), pp. 3093–3114. 

Walter C. Borman and Stephan J. Motowidlo (1997) ‘Task Performance and 

Contextual Performance: The Meaning for Personnel Selection Research’, 

Human Performance, 10(2), pp. 99–109. 

Walumbwa, F. O., Mayer, D. M., Wang, P., Wang, H., Workman, K. and Christensen, 

A. L. (2011) ‘Linking ethical leadership to employee performance: The roles of 

leader-member exchange, self-efficacy, and organizational identification’, 

Organizational Behavior and Human Decision Processes. Elsevier Inc., 115(2), 

pp. 204–213. 

Wan, C. Da, Chapman, D., Hutcheson, S., Lee, M., Austin, A. and Md. Zain, A. N. 

(2017) ‘Changing higher education practice in Malaysia: the conundrum of 

incentives’, Studies in Higher Education. Taylor & Francis, 42(11), pp. 2134–

2152. 

Wan, C. Da, Sirat, M. and Razak, D. A. (2018) ‘Education in Malaysia Towards a 

Developed Nation’, p. 20. 

Watson, J. (2012) ‘Networking: Gender differences and the association with firm 

performance’, International Small Business Journal, 30(5), pp. 536–558. 



235 

Wattanasupachoke, T. (2009) ‘Strategic Human Resource Management and 

Organizational Performance: A Study of Thai Enterprises.’, Journal of Global 

Business Issues, 3(2), pp. 139–148. 

Wei, Y. C., Han, T. S. and Hsu, I. C. (2010) ‘High-performance HR practices and 

OCB: A cross-level investigation of a causal path’, International Journal of 

Human Resource Management, 21(10), pp. 1631–1648. 

Weng, L. C. (2014) ‘Improving employee job performance through ethical leadership 

and “Guanxi“: The moderation effects of supervisor-subordinate guanxi 

differentiation’, Asia Pacific Management Review, 19(3), pp. 321–345. 

Wickramasinghe, V. and Nisaf, M. S. M. (2013) ‘Organizational policy as a moderator 

between online social networking and job performance’, Vine, 43(2), pp. 161–

184. 

Wilkinson, R. and Yussof, I. (2005) ‘Public and private provision of higher education 

in Malaysia: A comparative analysis’, Higher Education, 50(3), pp. 361–386. 

Williams, L. J. and Anderson, S. E. (1991) ‘Job Statisfiction and Organizational 

Commitment as PRedictors of Organizational Citizenship and In-Role 

Behaviors’, Journal of Management, pp. 601–617. 

Wolff, H.-G., Moser, K. and Grau, A. (2008) ‘Networking: Theoretical foundations 

and construct validity’, in Readings in applied organizational behavior from the 

Lüneburg Symposium. Rainer Hampp Mehring, Germany, pp. 101–118. 

Wolff, H. G. and Moser, K. (2010) ‘Do specific types of networking predict specific 

mobility outcomes? A two-year prospective study’, Journal of Vocational 

Behavior, 77(2), pp. 238–245. 

Wolff, H. G., Schneider-Rahm, C. I. and Forret, M. L. (2011) ‘Adaptation of a German 

multidimensional networking scale into english’, European Journal of 

Psychological Assessment, 27(4), pp. 244–250. 

Wong, L. H. M., Davison, R. M., Ou, C. X. J. and Cheng, Z. (2014) ‘The mediating 

role of guanxi network and communication performance in transformingweb 2.0 

technologies usage to work performance: An empirical study in China’, 

Proceedings of the 25th Australasian Conference on Information Systems, ACIS 

2014. 

Wu, L. (2013) ‘Social network effects on productivity and job security: Evidence from 

the adoption of a social networking tool’, Information Systems Research, 24(1), 

pp. 30–51. 



236 

Wu, W., Liu, J. and Shang, X. (2018) ‘Gain without pay causes lazybones’ loss: The 

influence of formal and informal leader–member relationships on customer 

service performance’, Chinese Management Studies, 12(3), pp. 634–657. 

Y. McCallum, S., L. Forret, M. and Wolff, H.-G. (2014) ‘Internal and external

networking behavior’, Career Development International, 19(5), pp. 595–614. 

Yanadori, Y. (2014) ‘Compensation and benefits in the global organization’. Taylor & 

Francis Limited. 

Yen, Y. F., Wang, H. K. and Kao, W. (2016) ‘High-performance work practices and 

organisational performance in small firms: the role of guanxi’, Total Quality 

Management and Business Excellence, 27(5–6), pp. 628–646. 

Yen, Y. S., Chen, M. C. and Su, C. H. (2020) ‘Social capital affects job performance 

through social media’, Industrial Management and Data Systems, (2017). 

Zainuddin, S. (2012) ‘The Impact of Intrinsic and Extrinsic Motivation on Job 

Performance in a Participative Budget Setting: A Research Note’, Asian Journal 

of Accounting Perspectives, 5(1), pp. 48–58. 

Zareen, M. and Razzaq, K. (2013) ‘Job Design and Employee Performance : the 

Moderating Role of Employee Psychological Perception’, European Journal of 

Business and Management, 5(5), pp. 46–56. 

Zeb, A., Hazana Abdullah, N., Javaid, M. and Asad Khan, M. (2018) ‘Impact of 

Human Capital Management Practices on Employees’ Job Performance’, 

Journal of Physics: Conference Series, 1049(1). 

Zehir, C., Yıldız, H., Köle, M. and Başar, D. (2016) ‘Superior Organizational 

Performance through SHRM Implications, Mediating Effect of Management 

Capability: An Implementation on Islamic Banking’, Procedia - Social and 

Behavioral Sciences. Elsevier B.V., 235(October), pp. 807–816. 

Zhang, J. and Hamilton, E. (2009) ‘A process model of small business owner-

managers’ learning in peer networks’, Education + Training, 51(8/9), pp. 607–

623. 

Zhang, X. A., Li, N. and Brad Harris, T. (2014) ‘Putting non-work ties to work: The 

case of guanxi in supervisor-subordinate relationships’, Leadership Quarterly. 

Elsevier Inc., 26(1), pp. 37–54. 

Zhang, X. and Venkatesh, V. (2013) ‘Explaining employee job performance: The role 

of online and offline workplace communication networks’, MIS Quarterly, 

37(695-722). 



 

237 

 

 

LIST OF PUBLICATIONS 

i. Conference Proceedings 

 

Amin, A., F., Mahmood, N., H., N “Does Networking Behaviour Enhance Employee 

Performance? – A Systematic Literature Review”, 8th International Graduate 

Conference on Engineering, Science and Humanities (IGCESH) 2020, 17-18 August 

2020, Online mode. 

 

ii. Journal 

 

Amin, A., F., Mahmood, N., H., N (2020) Linking Human Resource Management 

Practices and Employee Performance through Networking Behaviour: A Perspective 

from Malaysian Private University. International Journal of Academic Research in 

Business and Social Sciences, 10(7), 413-431 (ERA Indexed). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



239 

LIST OF APPENDICES 

Appendix 1 Number of UniKL staff (management) by campus 



240 



241 

Appendix 2a Email sent to expert (Dave Ulrich) 



 

242 

 

 

Appendix 2b Email sent to expert (Hans-George Wolff) 

 

 

 



243 



244 



 

245 

 

Appendix 2c Email sent to expert (John E. Delery) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



246 

Appendix 2d Email sent to expert (T. Ramayah) 



 

247 

 

Appendix 2e Email sent to expert (Cordelia Mason) 

 

 

 



248 

Appendix 3 Permission letter for data collection 



 

249 

 

 

Appendix 4 Finalized Questionnaire 

 

 

 

 

 

 

 



250 



 

251 

 

 

 

 

 

 

 

 

 

 



252 



253 



254 



255 



 

256 

 

 

Appendix 5 Outlier Detection 

 

 

 




