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Abstract 
Human Resource Management (HRM) has evolved into a strategic function crucial for 
organizational success. The shift from traditional personnel management to a strategic HRM 
approach emphasizes the importance of practices such as recruitment, training, and 
performance management in achieving organizational goals and sustaining long-term 
performance. The study aims to examine the relationship between HRM practices and 
organizational performance among sports centre staff at the National University of Malaysia 
(UKM). It addresses the gap in understanding the impact of HRM on employee productivity 
and overall organizational effectiveness within this specific setting. A quantitative approach 
was employed, utilizing a questionnaire with 26 items on HRM practices and 11 items on 
organizational performance, adapted from existing literature. The survey was administered 
to 41 staff members using simple random sampling and responses were analyzed using 
Pearson correlation. The analysis revealed a positive and moderate relationship between 
HRM practices and organizational performance (r = 0.429, p < 0.05). The study highlights the 
significant role of HRM practices in driving organizational performance. Effective HRM can 
improve employee motivation, satisfaction, and overall performance. Future research should 
explore the impact of HRM practices in different cultural and geographical contexts to further 
understand their effectiveness. 
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Introduction 
Human Resource Management (HRM) is a crucial component of organizational strategy and 
operational efficiency, involving a diverse set of methods focused on effectively managing an 
employee. The HRM field has evolved from traditional personnel management to a more 
dynamic and strategic approach. This transformation involves the integration of several tasks, 
including recruiting, selection, training, development, and performance management (Ahmad 
et al., 2021). Efficient HRM practices are crucial in fostering a competent and motivated staff, 
which is vital for attaining organizational objectives and promoting innovation. In the face of 
rapid technological changes, organizations are finding it necessary to strategically adapt their 
HRM practices. This is due to HRM not only to meet the immediate needs of the organization 
but also to ensure long-term sustainability (Ahmad et al., 2022). By utilizing proper HRM 
practices, organizations can closely align with their strategic objectives. 
 
A study by Dennis and Ndanyi (2022) reported that 51.2% of employees experienced a decline 
in job performance due to work stress and task overload. This trend highlights a significant 
weakness in the key components of HRM practices of the organization. In the meantime, a 
survey by the Malaysian Employers Federation revealed a significant reduction in productivity 
during the Conditional Movement Control Order (MCO) period, attributed to the adoption of 
remote work. A substantial 77% of surveyed employees reported decreased productivity, 
while only 23% managed to maintain or improve their productivity levels (Haroon, 2020). The 
decline in productivity underscores potential problems such as misaligned job placements and 
insufficient evaluation of candidate talents (Dai & Si, 2024). All of these factors might have a 
negative effect on employee productivity and the overall organizational performance. 
 
According to Muzammil (2022), organizational performance is one of the top significant 
variables in the field of management and an indicator of a successful organization. This is due 
to the organizational performance depending on the employee as the primary asset within an 
organization. Zhenjing et al (2022), stated satisfied employees are more inclined to put in 
extra effort, which can improve the performance of the organization as a whole. This concept 
is integral not only to assessing financial success but also to understanding operational 
efficiency, employee satisfaction, and overall strategic alignment. By analyzing performance 
through comprehensive metrics, organizations can identify strengths, uncover weaknesses, 
and implement targeted strategies for improvement. Consequently, understanding how HRM 
practice connect to organizational performance is crucial in a sports centre. Sports centres 
play a crucial role in all the achievements. Notably, medallists in Sukan Asia 2023 include 
university students. Despite the growing importance of sports centres in Malaysia for health 
promotion, generating quality athletes, and keeping active in sporting events, there is a gap 
in understanding the relationship between good HRM practices and the overall organizational 
performance. Therefore, the study aims to examine the relationship between HRM practices 
and organizational performance among sports centre staff at the National University of 
Malaysia (UKM). 
 
Literature Review 
The the effective implementation of HRM has become crucial for organizational success in 
guiding employees toward the achievement of goals. HRM practices serve as a significant 
determinant influencing organizational performance, with the perceived high level of HRM by 
employees positively impacting their work performance. Conversely, a lower expectation of 
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HRM results in decreased emotional investment by employees, hindering the 
accomplishment of the organization's mission and vision. The integration of strategic HRM 
plans by management proves essential for fostering a positive association between HRM and 
performance. A study done by Foo et al (2020) in the Malaysian hotel industry demonstrate 
a significant correlation between HRM practices and organizational performance, aligning 
with previous research findings (Ali et al., 2020; Shayegan et al., 2022). Chillakuri and Vanka 
(2021), emphasize that HRM serves to motivate employees, aiding in their self-development 
and reducing physical and mental stress. Tensay and Singh (2020) conducted research among 
public service employees in Ethiopia establishes a connection between HRM practices and 
organizational performance, attributing the enhancement of fundamental services to citizens 
as a key factor in developing HRM. Kitchot et al. (2021) also discovered a direct positive impact 
of HRM on firm performance among employees in Thailand, highlighting HRM's role as a 
strategic partner in building the necessary competencies for plan execution. Conversely, 
Akeel et al. (2019) reported a non-significant relationship between HRM practices and 
organizational performance in Libya's construction industry. Milon (2019) underscores the 
adverse outcomes resulting from inadequate investment in HRM, hindering effective business 
operations. Additionally, Jashari and Kutllovci (2020) revealed a significant relationship 
between recruitment and selection practices and organizational performance at the 
manufacturing industry in Kosovo. This emphasizes the importance of professionalism in the 
hiring process for organizational impact. This is consistent with an earlier study that found 
that good HRM procedures may help recruit talented workers, who are essential to an 
organization's ability to fulfill its goals (Sarfraz et al., 2018). 
 
Methodology 
This research used a quantitative approach to examine the relationship between HRM 
practices and organizational performance among staff at the UKM Sports Centre. The 
questionnaire consists of 26 items for HRM practices was adapted from Beijer (2014) while 
11 items of organizational performance was adapted from Yeneneh (2021) were distributed 
to 41 staff using a simple random sampling. All of the were rated on a five-point Likert Scale 
format ranging from 1(strongly disagree) to 5 (strongly agree). A pilot study has been 
conducted to indicate on the reliability of the instrument. Based on the result, the Cronbach 
Alpha value for HRM practices and organizational performance was above 0.7, which 
considered reliable to use (Hair et al., 2010). 
 
Results  
Table 1 shows the overall result of Pearson Correlation in the analysis between HRM practices 
and organizational performance. The result shows a positive and moderate relationship 
between HRM practices and organizational performance among staff at the UKM Sports 
Centre (r=.429, p<0.05). This finding emphasizes the good application of HRM practices in 
UKM sports center enable the organization to sustain and enhance their performance for a 
long term.  
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Table 1  
Relationship between HRM Practices and Organizational Performance 

    Organizational Performance 

HRM Practices Pearson Correlation                  .429** 
Sig. (2-tailed)               .009 
N              36 

 
Discussion 
The result shows a positive and moderate relationship between HRM practices and 
organizational performance among staff at the UKM Sports Centre. Previous study also found 
a significant relationship between HRM practices and organizational performance in the 
Malaysian hotel industry (Foo et al., 2020) and supported by (Ali et al., 2020; Safwan et al., 
2023; Shayegan et al., 2022). This is because the UKM Sports Center prioritizes its quality 
objectives to produce at least 12 selected athletes in the national squad each year. This has 
an impact on the employees as they receive less attention on their welfare. To achieve 
organizational objectives, employers must carry out human resource management practices 
effectively to attain organizational goals. This aligns with previous research stating that 
effective HRM practices may secure talented employees as they are vital for an organization 
to accomplish its mission and vision (Sarfraz et al., 2018). This is due to staff might be highly 
involved in specific programs or activities, such engagement can directly translate into better 
service delivery, improved client satisfaction, and overall enhanced performance. Tran et al. 
(2021) supports that supportive environment provided by the organization through regular 
feedback and communication could enhance the impact of HRM practices on performance. 
At the same time, the unique context of the UKM Sports Centre could also influence this 
relationship. Factors such as the institutional culture, available infrastructure, and specific 
demands of the sports programs may affect how HRM practices are implemented and their 
effectiveness. This is supported by Kitchot et al. (2021) that indicates the investment of 
conducive infrastructure could enhance the competitiveness among employees to produce 
good organizational performance. Thus, the capabilities of an organization to sustain for a 
long term will be depending on the implementation of HRM practices. 
 
Conclusions and Recommendations  
In conclusion, the research underscores the critical role of HRM practices in driving 
organizational success, specifically within the context of UKM Sports Centre. The study reveals 
a positive relationship between HRM practices and organizational performance, highlighting 
the necessity for management to retain these practices to better align with organizational 
goals. This study is rooted in the desire to equip the UKM Sports Centre with actionable 
insights to strengthen its HRM frameworks, thus enabling a more engaged and high-
performing workforce.  
 
This research contributes by offering practical recommendations that can be immediately 
implemented to address existing challenges in HRM practices, which are often overlooked. By 
focusing on enhancing employee welfare and addressing gaps in HRM strategies, UKM Sports 
Centre can foster greater motivation and performance among employees. Furthermore, 
ensuring promising career advancement opportunities and regularly adapting HR practices to 
evolving needs and external factors are essential for retaining talent and maintaining high 
organizational performance. 
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Although this study provides a significant contribution to understanding the interplay 
between HRM practices and organizational performance, additional exploration is still 
needed to extend the study’s findings. Future studies are encouraged to explore HRM 
practices and their impact on organizational performance in different cultural or geographical 
contexts. Cross-cultural research can reveal how cultural differences shape HRM 
effectiveness and performance outcomes. Ultimately, this study advocates for a proactive and 
responsive approach to HRM to achieve long-term success and organizational excellence. 
 
References 
Ahmad, M. A., Hashmi, A., Ali, W., & Faheem, M. (2021). The Influence of Human Resource 

Management Practices on the SMEs Performance: Mediating Role of Employee 
Engagement. Review of Education, Administration & LAW, 4(1), 79-91. 

Ahmad, M. F., Safwan, N. S. Z., Dahlan, N. D., Bakri, N. H. S., Tumijan, W., & Aznan, E. A. M. 
(2022). Exploring human resource management practices and employability: a study on 
sports graduates in Malaysia. Hong Kong Journal of Social Sciences. 

Akeel, M. E. A., Omar, R., & Masrom, M. A. N. (2019). Relationship between human resource 
management and organizational performance: employee skills as a 
mediator. Australian Journal of Basic and Applied Sciences, 13(4), 29-35. 

Ali, A., Awan, M. Z., & Javed, A. (2020). Exploring Organizational Trust as Mediator in the 
Relationship between HRM Practices and Organizational Performance. Research 
Journal of Social Sciences and Economics Review, 1(2), 85-92. 

Beijer, S. E. (2014). HR practices at work: Their conceptualization and measurement in HRM 
research. 

Chillakuri, B., & Vanka, S. (2021). Examining the effects of workplace well-being and high-
performance work systems on health harm: a Sustainable HRM perspective. Society and 
Business Review, 16(1), 71-93. 

Dai, X., & Si, K. (2024). The Fundamental Recruitment Error: Candidate-Recruiter Discrepancy 
in Their Relative Valuation of Innate Talent vs. Hard Work. Organization Science, 35(1), 
215-231. 

Denis, M., & Ndanyi, M. D. (2022). Occupational Stress and How It Influences Employee 
Performance Among Public Servants in Uganda. International Journal of Social Sciences 
and Management Review, 5(2). 

Foo, L., Dahlia, H. G., Zawawi, D., Othman, S. F. & Mohhidin, M. (2020). A model linking HRM 
practices, service-oriented OCBs & organizational performance in the Malaysian hotel 
industry. Journal of Tourism, Hospitality & Culinary Arts, 12(1), 48–68. 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R.E. 2010. Multivariate Data Analysis.Seventh 
Edition. Prentice Hall, Upper Saddle River, New Jersey  
(PDF) Improvement of Quality, Interest, Critical, and Analytical Thinking Ability of 
Students through the Application of Research Based Learning (RBL) in Introduction to 
Stochastic Processes Subject.  

Haroon, R. (2020, June 20). Lower productivity, lack of contact are issues of concern for 
employer, employee: New Straits Times. NST Online. 
https://www.nst.com.my/opinion/columnists/2020/06/602102/lower-productivity-
lack-contact-are-issues-concern-employer  

Jashari, A., & Kutllovci, E. (2020). The impact of human resource management practices on 
organizational performance case study: manufacturing enterprises in Kosovo. Business: 
Theory and Practice, 21(1), 222-229. 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 4 , No. 10, 2024, E-ISSN: 2222-6990 © 2024 

1157 

Kitchot, S., Siengthai, S., & Sukhotu, V. (2021). The mediating effects of HRM practices on the 
relationship between SCM and SMEs firm performance in Thailand. Supply Chain 
Management: An International Journal, 26(1), 87-101. 

Milon, M. (2019). Present scenario of human resource management (HRM) practices in the 
life insurance companies: Bangladesh perspective. Can. J. Bus. Inf. Stud, 1(6), 17-27. 

Muzammil, M. (2022). Evaluating the Factors to Improve the Organizational Performance: 
Organizational Performance. South Asian Management Review, 1(1), 39-48.  

Safwan, N. S. Z., Ahmad, M. F., & Abdullah, M. S. (2023). The Effect of HRM Practices on 
Organizational Performance: A Survey of Malaysian State Sports Councils’ 
Employees. Information Management and Business Review, 15(2 (I)), 47-53. 

Sarfraz, M., Qun, W., Abdullah, M. I., & Alvi, A. T. (2018). Employees’ perception of corporate 
social responsibility impact on employee outcomes: Mediating role of organizational 
justice for small and medium enterprises (SMEs). Sustainability, 10(7), 2429. 

Shayegan, S., Yavari, N., & Bazrkar, A. (2022). Human resource development practices and 
organizational performance: Examining the mediating role of transformational 
leadership style. WPOM-Working Papers on Operations Management, 13(2), 64-85. 

Tensay, A. T., & Singh, M. (2020). The nexus between HRM, employee engagement and 
organizational performance of federal public service organizations in 
Ethiopia. Heliyon, 6(6). 

Tran, L. T. T., Thi Vinh Hien, H., & Baker, J. (2021). When supportive workplaces positively help 
work performance. Baltic Journal of Management, 16(2), 208-227. 

Yeneneh, A. (2021). The Impact of Human Resource Management Practice on Organizational 
Commitment and Organizational Performance in the Public Sector, Ethiopia. Addis 
Ababa University Page. 

Zhenjing, G., Chupradit, S., Ku, K. Y., Nassani, A. A., & Haffar, M. (2022). Impact of employees' 
workplace environment on employees' performance: a multi-mediation 
model. Frontiers in public health, 10, 890400. 

 
 


