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Abstract 

Purpose – The purpose of this study is to analyze the significance of managerial expertise in 
implementation of human resource (HR) practices such as recruitment and selection, training and 
development, performance appraisal, promotion and compensation. This study also examines the 
impact of HR practices on performance of employees with moderator, managerial expertise. 

Design/methodology/approach – With the help of survey questionnaires, data was collected from 
employees of banks in Pakistan. The data comprise 510 responses. Regression analysis is used to 
analyze the impact of human resource practice on performance of employees with moderator, 
managerial expertise.    

Findings – Findings show that HR practices (recruitment and selection, training and development, 
performance appraisal, promotion and compensation) significantly influence performance of 
employees with a moderating effect by managerial expertise. The results also reveal that only 
formation of human resource policies is not enough, rather their implementation with the help of 
managerial expertise is required.  

Originality/ Value – This study explores the influence of moderator, managerial expertise, in 
implementation of HR practices and ultimately explains its outcome in form of employees’ 
performance uniquely in developing country, Pakistan. 
Keywords: Pakistan, human resource practices, managerial expertise  
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1.0 INTRODUCTION 

In previous decades, a lot of work has been done in the field of human resource 

management (HRM) and employees performance (Barney and Wright, 1998; Pfeffer and 

Veiga, 1999; Edger and Geare, 2005; Boselie, Dietz and Boon, 2005; Khiliji and Wang, 

2006; Khiliji and Wang, 2007) but the researchers are still finding the answer of the question 

that how can the relationship of HRM and performance be made effectively (Guest, 2011)? 

Though several theories have been developed, still researchers are in the quest to find the 

ways of ensuring the definite results of HRM policies and practices (Pfeffer and Veiga, 1999; 

Khiliji and Wang, 2006; Guest, 2011).  

The formation of human resource (HR) policies is not enough for ensuring success in 

employees’ performance, rather the focus should be given on the implementation of 

practices (Khiliji and Wang, 2006). Who is responsible for the implementation of HR 

practices? A line manager (Purcell and Hutchinson, 2007; Trullen et al., 2016; Bos-Nehles, 

Van Riemsdijk and Looise, 2013).  But in previous researches it is found that while 

establishing the link between HRM and organizational performance, line managers’ 

presence is neglected and ignored. There are little evidences found defining the expertise of 

line managers in implementing HR practices (Purcell and Hutchinson, 2007). It is the need of 

the day that line managers’ role should be made effective for the implementation of HR 

practices. But how their role is made effective. HRM department provides opportunities to 

line managers to enhance their abilities for executing expected HRM duties (Bos-Nehles, 

Riemsdijk and Looise, 2013). Trullen et al. (2016) discuss the same point of view on the 

basis of ability-motivation-opportunity (AMO) model that HRM department ensures line 

managers’ ability, enhance their motivation so that they may create opportunities for 

implementation of HR practices in the organization. So, by having glimpse on the previous 

literature we can say that line managers’ role cannot be denied. They play a vital role in 

implementation of HR practices (Pfeffer and Veiga, 1999; Khiliji and Wang, 2006; Purcell 

and Hutchinson, 2007; Trullen et al., 2016). But the question arises that what practices line 

managers should implement for acquiring the best results in performance. Lawler (1986), 

Arthur (1994) and Pfeffer and Veiga (1999) have suggested some HR practices which can 

ensure the best results for the success of the organization if they are implemented properly 

and these are recruitment and selection, training and development, performance appraisal, 

promotion and compensation.  

In recent researches, it has also been discussed that high performance in work is 

achieved through HR practices which enhance ability and motivation among employees and 

create opportunities for the better work environment. Ability, motivation and opportunity 
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enhancing practices are the set of practices which increase employees’ performance. 

Therefore, following AMO model, this study takes recruitment and selection, training and 

development, performance appraisal, promotion and compensation as predictor of 

employees’ performance (Tian, Cordey and Gamble, 2016). 

Context plays a vital role in determining outcomes of the research. The results of the 

research in one context may not be same in another context (Hoftede, 1991; Khiliji and 

Mathew, 2012). Previously a great work is found in western context regarding HRM and 

performance (Cook, Macknzie and Forde, 2016; Elorza et al., 2016; De Menezes and 

Kelliher, 2016) but a few evidences are found in South Asian countries especially in Pakistan 

which is considered a blend of diversified cultures and a suitable context for evaluating the 

linkage of HRM and performance (Khilji, 2003; Khiliji and Mathew, 2012; Khilji, 2012). 

Pakistan is a developing country with rich culture, values and traditions. Overpopulation, 

educational, cultural and regional convergence, unemployment, poverty, poor governance, 

deregulation make it a unique context for conducting research related to HRM and 

performance (Khiliji, 2004; Khiliji,2012; Khiliji and Mathew, 2012; Adil, 2015; Rana and Malik, 

2017; Hussain, 2014; Shehzad et al., 2011). Along with, there is a scarcity of HRM research 

in Pakistan. There are “ineffective and maladaptation of strategic HRM practices” which 

reduce the sublimity of HRM in Pakistani organization (Adil, 2015) and there is also seen 

lack of interest in Pakistani organizations “to improve HR functions and synchronise their 

people management practices with their strategies because their visions may be blinding 

them to change” (Ghauri and McMurray, 2013). Therefore, this study is conducted in 

Pakistan. This study takes service sector from Pakistan as much work is found in 

manufacturing industry than service sector in Pakistani context (Adil, 2015; Ghauri and 

McMurray, 2013; Mahmood et al., 2017). The scarcity of literature in service sector urges the 

authors to execute the study in banking sector where employees are engaged in dealing 

directly to the customer (Khilji and Wang, 2006; Akhtar et al., 2016).  

This study, therefore, endeavors to evaluate the impact of HRM practices such as 

recruitment and selection, training and development, performance appraisal, promotion and 

compensation on the performance of employees (Arthur, 1994; Pfeffer and Veiga, 1999; 

Khan et al., 2012; Rhee et al., 2014) with the moderating role of line managers (Purcell and 

Hutchinson, 2007; Trullen et al., 2016; Khiliji and Wang, 2006) in the banking sector of 

Pakistan. 

Following the introduction, the next section presents a literature review related to 

managerial expertise, HR practices (recruitment and selection, training and development, 

performance appraisal, promotion, compensation) and performance of employees. Based on 
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literature, the hypotheses are developed. The third section discusses methodology, sample 

and data collection, detail about measure and analysis. In the fourth section, discussion is 

made to rationalize the relationship of HR practices, managerial expertise and performance 

of employees. The fifth section concludes the whole study, mentions limitation of the study 

and gives some recommendations for future research. 

 

2. 0 LITERATURE REVIEW 

2.1 Managerial expertise  

Managerial expertise are the skills which “include not only knowing what to do, why 

to do it, and how to do it; but, also knowing when to do it” (Black, 2015). These skills are 

necessary for line managers because line managers play significant role in implementation 

of HR practices in organization (Najeeb, 2013; Bos-Nehles, Van Riemsdijk and Looise, 

2013; Trullen et al., 2016; Purcell and Hutchinson, 2007). HR department develops and 

design the policies and transmits the responsibilities of implementation of HR practices to 

line managers (Trullen et al., 2016) because line managers have close interaction with the 

employees. Therefore, line managers’ action, support and quality of relationship with 

employees are considered key factors for adequate implementation of HR practices in the 

organization (Purcell and Hutchison, 2007). But the question arises that how line managers’ 

action, support and quality of relation with employees can be enhanced for getting desired 

results. The studies of Bos-Nehles, Van Riemsdijk and Looise (2013) and Trullen et al. 

(2016) suggest that managerial expertise is enhanced with the help of AMO approach.  

2.1.1 Ability in implementation of HR practices  

Ability refers to the competence of line managers for implementation of HR practices 

(Bos-Nehles, Van Riemsdijk and Looise, 2013; Trullen et al., 2016). Line managers are 

supposed to have necessary competence and have sufficient knowledge in order to justify 

the philosophy of what, why, how and when to implement HR practices. In this way, they 

carry out the responsibilities of the organization and manage people in the organization 

effectively (Nehles et al., 2006; Black, 2015). For getting line managers equipped with 

competence and ability in implementation of HR practices, they are trained (Hope Hailey et 

al., 2005; Whittaker and Marchington, 2003) because using common sense and having lack 

of knowledge about the responsibilities often lead to failure of positive outcome in 

performance of employees (Cunningham and Hyman,1999; Harris, Doughty and Kirk, 2002). 
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So, the ability is important aspect in implementation of HR practices. If line managers lack 

the required skills and knowledge, they cannot implement HR practices effectively and there 

will be poor performance in employee’s work (Bos-Nehles, Van Riemsdijk and Looise, 2013; 

Trullen et al., 2016). 

2.1.2 Motivation in implementation of HR practices 

Having desire and willingness to do some task is called motivation (Bos-Nehles, Van 

Riemsdijk and Looise, 2013). But desire and willingness to do the task is not enough for line 

managers to fulfil their responsibilities if they do not know “how to do”. It is necessary for the 

line managers to have ability and competence to execute their responsibilities (Black, 2015; 

Bos-Nehles, Van Riemsdijk and Looise, 2013). According to Siemsen et al. (2008), 

acquisition of ability increases confidence in employees and they show great enthusiasm for 

doing their responsibilities. If they have no skill and abilities for the execution of their 

responsibilities, they will be confronting the problem of lack of self-efficacy and will show less 

enthusiasm and motivation in doing their work. Therefore, line managers’ motivation is 

associated with their self-efficacy (Hassan, 2015).  The line managers, who know what to do 

with the HR practices and have enthusiasm to implement HR practices, are more vigilant in 

implementation of HR practice effectively and get required performance from the employees 

(Lepak et al., 2006; Bos-Nehles, Van Riemsdijk and Looise, 2013; Trullen et al., 2016). 

2.1.3 Opportunity in implementation of HR practices 

After having requisite skills and motivation, line managers need opportunity to 

implement HR practices in organization (Bos-Nehles, Van Riemsdijk and Looise, 2013; 

Trullen et al., 2016). The opportunity consists of environmental or contextual factors of the 

organization (Siemsen et al. 2008) and organizational policies, structure and culture 

(Stajkovic and Luthans, 1998) which play significant role in enhancing and hindering line 

managers’ task. These opportunities work as enabler or constraints for line managers in 

implementation of HR practices. Therefore, HR department handles these enablers and 

constraints so that line managers implement HR practice effectively and get maximum 

output from the performance of employees (Trullen et al., 2016; Rhee, Zhao and Kim, 2014). 

2.2 Recruitment and Selection  

Since the concept of business world is evolved, the practices like recruitment and 

selection are associated with business and are inevitable. But there are traditional methods 

used for these practices. There have been seen not a remarkable change in recruitment and 

selection practices in Pakistan since 1990s. It is the need of present era that organizations 
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must devise new ways for recruitment and selection process which should integrate with 

organizational strategies, objective and aims. Some evidences proclaim that organizations 

are becoming more strategic in recruitment and selection process with the invasion of 

computer and IT and line managers are inclined to use more sophisticated, subjective and 

cost effective methods in recruitment and selection process (Heraty and Morley, 1998; 

Branine, 2008; Bergwerk, 1988; Gautam, 2015). Pakistan is a developing country and facing 

several issues regarding strategic human resource management (Adil, 2015). For 

recruitment, blind ads and referrals are used and for selection, aptitude test and interviews 

are held. These are the strategies which help the organization in attracting the best quality 

personnel from the market (Khilji and Wang, 2006). 

HR practices, recruitment and selection, are of great importance for the success of 

organization. Effectively designed recruitment and selection strategies reduce the cost which 

the organization will have to bear in form of low productivity due to poor performance of 

inadequate workforce. Good tools for recruitment and selection process like good 

pay/benefit packages, use of internal and external recruitment process, selection based on 

psychological test and assessment test help the organizations to hire able and skillful 

workforce. In this way, good fit approach can be achieved which means fitting good people 

for appropriate jobs (Heraty and Morley, 1998). There is difference in recruitment and 

selection criteria in different organizations.  Small organizations have been found less 

vigilant than large organizations in recruitment and selection process regarding tests, 

interviews, presentations, panels and use of job description. These differences provide 

competitive advantage to those organizations, which have devised good ways for the 

process of recruiting and selecting employees and fulfill the requirement of the notion “fitting 

in” for the best output in employees’ performance (Stewart and Knowles, 2000).  

If the people are recruited and selected on the basis of “fitting in” notion, they show 

satisfaction, commitment and high performance in achieving organizational goals (Stewart 

and Knowles, 2000; Absar, Ninalathasan and Mahmood, 2012; Gautam, 2015). In this 

regard, line managers’ role cannot be denied. It is duty of line managers and HR officers that 

they recruit and select good, committed, determined workforce. Line managers are 

considered responsible for the many personnel’s activities including recruitment and 

selection. They use sophisticated techniques for the assessment of the candidates and are 

considered responsible for the implementation of HR practices effectively (Heraty and 

Morley, 1998; Bergwerk, 1988, Gautam, 2015, Khilji and Wang, 2006). Therefore, this study 

hypothesizes  
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H1: Managerial expertise positively moderates the relationship of recruitment and 

selection and employees’ performance. 

2.3 Training and development  

Training is a technique to improve skill, abilities and job-related activities (McDowell 

and Saunders, 2010). Training of the relevant job plays a vital role in enhancing the 

performance of employees. Training, either held by in-house trainers or external trainers, 

comprises delivering lectures, presenting charts, figures, and modules and technical training 

of job (Ghosh et al., 2012). Context, environment and time are also worth discussing issues 

for the training sessions. The excess of training with the irrelevancy of context and 

environment is fruitless. It is the duty of line manager that he/she must assess the need of 

training and decide when and in which contextual background it should be designed. Line 

manager is also responsible for designing adequate and apt training programmes for the 

employees (McDowell and Saunders, 2010; Pattison, 2001). 

It has been observed in previous researches that in-house training shows good 

results in learning sessions because trainers have knowledge of their organization and can 

conduct training sessions in congenial atmosphere and in relaxed and enjoyable 

circumstances. In this way, employees learn fast and exhibit good morale in performance 

(Ghosh et al., 2012; Pattison, 2001; Gil and Mataveli, 2016). Along with congenial 

atmosphere and relaxed environment for training, there are some other factors which affect 

the training sessions. If workers are not having charm for training sessions, they will not 

participate in skill development and ability enhancing programmes. There must be some 

monetary or career developmental rewards for the employees. If they are motivated by 

career management, they will participate in learning new skill and techniques and will 

enhance their motivation for improving performance (McDowell and Saunders, 2010; 

Analoui, 1994; Susomrith and Coetzer, 2015).  

Trained workers are asset for organizations. Organizations cannot negate 

importance of training for employees because it is only training session which multiplies the 

performance level of employees in their jobs. It inculcates a marvelous “contribution to 

overall investment in human capital stock.” Much is contributed in investing “human capital 

stock”, much the progress will be in share of firms (Hansson, 2007). So, training and 

development, as Edgar and Geare (2005) have discussed, are the techniques which exhibit 

great impact on the performance of employees and ensure success for organizations. Absar, 

Nimalathasan and Mahmood (2012) have also commented that training and development 
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are important HR practices which show better impact on the performance of employee than 

recruitment and selection.  

As discussed earlier, line managers’ expertise are required for the implementation of 

training process because line managers know when the training sessions are needed and 

for what purpose. They can approve and disapprove the training sessions and line 

managers’ competence play a significant role determining need for the training session 

(McDowall and Saunders, 2010; Analoui, 1994; Ghosh et al., 2012; Pattison, 2007; Brad 

Harris et al., 2014). Therefore, this study hypothesizes  

H2: Managerial expertise positively moderates the relationship of training and 

development and employees’ performance. 

2.4 Performance appraisal  

Performance appraisal is an integral HR practice which helps in analyzing the 

performance of employees. It is supported with employees’ feedback related to their work. 

This practice is helpful to enhance the performance of employees because this is associated 

with rewards and benefits of employees (Prowse and Prowse, 2009). Inappropriate 

implementation of performance appraisal practice in organization has made it crucial issue in 

present scenario and it has also been observed that issues related to performance appraisal 

system such as discrimination, biasness and subjectivity have been discussed meagerly in 

previous studies (Prowse and Prowse, 2009; Ikramullah et al., 2016). To overcome these 

issues in performance appraisal system, it is the duty of HR department to design effective 

performance appraisal system based on justice, equity and impartiality. It will support line 

managers to implement the practice justifiably that will enhance employees’ performance 

(Tuytens and Devos, 2012; Longenecker and Fink, 2017). 

Context play a vital role in determining performance appraisal system. Performance 

appraisal system based on international standard may not be suitable for developing 

countries. So, after conducting studies in developing countries, the researchers may get 

different results (Maley, 2013). In Pakistan, line managers claim about good performance 

appraisal system in the banks but employees have issues about fair implementation of 

performance appraisal system. To ensure satisfaction amongst employees, fair 

implementation of performance appraisal system is necessary and managerial expertise is 

required for this purpose (Khilji and Wang, 2006). 

In the previous researches, it has also been discussed that perception and 

expectation of effective performance appraisal system increase motivational level of workers 
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in their work and they show enhanced level of performance. But on the other hand, 

dissatisfaction with performance appraisal system would lead to the lackadaisical attitude of 

the worker. They will not show enthusiasm, devotion and dedication in their work. So, the 

effective performance appraisal system is directly associated with the performance of 

employees (Tuytens and Devos, 2012; Simmons, 2002; Harrison and Goulding, 1997; 

Rowland and Hall, 2012; Longenecker and Fink, 2017). For this, HR department makes 

equitable performance appraisal system and ensures managerial expertise so that line 

managers may implement justifiable performance appraisal system. (Abraham et al., 2001; 

Tuytens and Devos, 2012; Rowland and Hall, 2012; Ubeda and Santos, 2007). Therefore, 

this study hypothesizes 

H3: Managerial expertise positively moderates the relationship of performance 

appraisal and employees’ performance. 

2.5 Promotion  

“Promotion is a practice for recognizing and rewarding employees’ efforts and 

contribution. It is usually symbolized with a change in job and title” (Gunawan Go and 

Kleiner, 2001). There are different approaches which have been discussed in literature such 

as merit-based promotion and seniority based promotion. It has been analyzed that in 

western countries like USA merit based system is adopted and in South Asian countries the 

practice of seniority based promotion is exercised. But now the scenario has been changed. 

Merit based promotion practice is shifting towards developing countries of South Asia like 

Thailand and Pakistan (Mac Campbell et al., 1999; Busari et al., 2017).  

The employees remain very much concerned about their promotion and thrive for 

getting promotion as they consider it very much important factor for their success in the 

organization. Because with promotion, they become entitled to get benefits, power and 

responsibility (Mac Campbell et al., 1999; Gunawan Go and Kleiner, 2001). One’s promotion 

in job is associated with contentment, satisfaction and loyalty with employer which ultimately 

lead to good performance at work (Gunawan Go and Kleiner, 2001; Furnham and Petrides, 

2006; Busari et al., 2017). But the issue emerges when promotion decisions are intricated 

with biasness and discrimination. Lest promotion practice should be used for getting higher 

performance from employees, it would reflect it pessimistic perspective. The biasness and 

discrimination in promotion decisions would create chaos in organization and increase 

discontentment and dissatisfaction among workers (Gunawan Go and Kleiner, 2001).   
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The organizations must set goals for the workers to give them promotions and on the 

basis of standards set by the organizations, the promotions should be given to capable, 

motivated, intelligent and experienced workers (Wickiramasinghe and Samaratunga, 2016; 

Furnham and Petrides, 2006). It has also been discussed in literature that the organizations 

where practice of promotion is not exercised, workers lose morale and show poor 

performance and the organizations where promotions are given to workers on their right, 

they utilize the best of their abilities in performance.  

In maintaining equity in promotion decisions, line managers’ job is very much 

important. Managerial expertise is required to make sophisticated promotion decision 

because this is line manager who evaluate the performance of employees and decide when 

and whom to be given promotion in the organization. (Gunawan Go and Kleiner, 2001; 

Tatiana Gorjub, Valverde and Ryan, 2008; Furnham and Petrides, 2006). Therefore, this 

study hypothesizes 

H4: Managerial expertise positively moderates the relationship of promotion and 

employees’ performance. 

2.6 Compensation 

Compensation comprises salaries, incentives and benefits. The employees are 

rewarded monetarily or non-monetarily for the work they have performed in the organization. 

But it has been analyzed that monetary compensation affects the performance of employees 

more than non-monetary compensation (Rizal et al., 2014; Feng, Wang and Saini, 2015). 

There are different ways adopted by different organizations for compensating their 

employees; individual performance based compensation and team performance based 

compensation. But it has been found in literature that individual performance based 

compensation increases the sense of contentment in employees than team performance 

based compensation and hence leads to better performance of employees (Blazovich, 

2013).  

Some studies argue that satisfaction and performance of employees are not 

dependent on ways the organizations adopt, either individual based or team based 

compensation. But consistency of justice and equity in performance appraisal system ensure 

fair compensation. Evidences suggest that the organizations which have transparent pay for 

performance system and have equity and justice in compensation management, the workers 

are satisfied and are motivated to exhibit enhanced performance in their work (Turk, 2008; 

Zhang and Zhang, 2015). Improper compensation causes dissatisfaction among employees 
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and their low morale due to poor remuneration leads towards poor performance. So, there 

must be practice of fair compensation policies for securing high performance level of 

employees (Wekesa and Nyaroo, 2013). Therefore, Gim and Desa (2014) express that 

rewards should be given to employees equitably for increasing their performance. They 

enforce on concept of fairness in compensation process because only just compensation 

and reward system can “foster higher effective commitment.” Line managers play a vital role 

in evaluating the performance of employees and they justifiably compensate the employees 

on the basis of their input in work. Because equitable distribution of reward given on the 

basis of work would bring further increase in the performance of employees (Khilji and 

Wang, 2006; Feng, Wang and Saini, 2015). Therefore, this study hypothesizes  

H5: Managerial expertise positively moderates the relationship of compensation and 

employees’ performance. 

  Figure I Hypothesized Model 
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3.0 METHOD 

3.1 Sample and data collection 

 To analyze the relationship between HR practice and performance of employees 

with moderator, managerial expertise, we conducted a survey study in the banking sector of 

Pakistan. We have opted banking sector because with the emergence of many international 

organizations in Pakistan, banking sector has to be very much competitive for its success 

(Khilji and Wang, 2006; Adil et al., 2016). Keeping in view this issue, we visited different 

branches of the leading banks working in Pakistan. We visited branches of Muslim 

Commercial Bank (MCB), United Bank Limited (UBL), Allied Bank Limited (ABL), Askari 

Bank Limited (AKBL), Habib Bank Limited (HBL), Faisal Bank Limited (FBL) and Bank Al 

Habib Limited (BAHL) which are working in Multan and Vehari regions.  

We visited different branches and interviewed with the convenient sample of 

participants (line managers and employees) about the present scenario of banking sector. 

We conducted only 12 interviews from different banks. The semi-structured interviews were 

organized with the intentions to compile quantitative components of the study. The main 

objective of the interviews was to explore the type of HR practices which are applied in 

Pakistani banks and need improvement. The data of interview were assessed with the help 

of NVivo.  

As this study discusses the impact of HR practices on the performance of employees 

with moderator (managerial expertise), we targeted those employees who had worked in one 

branch with one manager for at least two years because in Pakistan, according to the 

transfer policy of banks, no one can stay in one branch more than three years. Keeping in 

view this aspect, we distributed 690 questionnaires personally to the employees and 

ensured them confidentiality of their responses. But we received only 550 questionnaires. 

The response rate was 79.7%. From 550 questionnaires, we scrutinized the data and 

excluded those questionnaires which were not properly filled or having missing data. So, we 

selected 510 questionnaires for the study.  

3.2 Measures 

The validated scales for this study have been adapted from the previous literature. 

HR practices are measured by the questionnaire having 18 items. 4 items for recruitment 

and selection, 4 items for training and development (Mostafa, 2013), 4 items for performance 

appraisal (Orlowska, 2011), 3 items for promotion (Mostafa, 2013) and 3 items for 

compensation (Orlowska, 2011). For moderator, managerial expertise, the scale has been 
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adapted from study of Rhee et al. (2014) and total 5 items have been added in the scale. For 

evaluating performance of employees, 7 items have been adapted from the study of 

Orlawska (2011) and Mostafa (2013). On 5-point Likert scale the responses range from 

“strongly disagree=1” to “strongly agree=5”. 

The validity and reliability of the scale was checked. The KMO and Bartlett’s test is 

0.862 at P=0.000 which is higher than standardized value of 0.6 (Kaiser, 1974). It means 

that the scale used for the study is reliable. After that exploratory factor analysis was 

conducted and the item having factor loading above 0.4 were made the part of the study.   

 

3.3 Analysis  

3.3.1 Interviews 

In fact, the interviews were conducted to point out the number of HR practices 

executed in our sample organizations and to design the quantitative component of the study. 

The qualitative data also helped us to collect information about different issues which are 

related to HR practices.  Through the interviews, we found that in banks working in Pakistan, 

HR practices such as recruitment and selection, training and development, performance 

appraisal, promotion and compensation are applied and line managers strive hard to 

implement these practices fairly and equitably. But on the other hand, when employees were 

asked about the implementation of HR practices, they showed their dissatisfaction with fair 

implementation of HR practices such as recruitment and selection, training and 

development, performance appraisal, promotion and compensation. They expressed that 

biased and unfair implementation of HR practices decreases their morale and increase 

dissatisfaction amongst them.  

3.3.2 Respondents’ profile 

In this study total 510 questionnaires have been included. Among the respondents 

72.9% are male and 27.1% are female. The maximum number of respondents who are 

working in the banks of Pakistan are of age ranging from 31 to 35 with the percentage of 

37.6 and least age group is above 40 with 9.6%. As far as qualification of respondents is 

concerned, post graduates are at top with 65.5% and graduates are comparatively less with 

30.2%. Banks from which large number of data were collected are UBL and MCB with 21.4% 

and 21.2% respectively and minimum response was received by AKBL and HBL with 6.9%. 
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3.3.3 Descriptive statistics 

We have assessed the data using correlation and regression analysis of all the 

independent, dependent and moderating variables. Table I shows descriptive statistics, 

reliability coefficient and correlation of variables of the study. From the results shown in table 

I, we analyze that all the values of mean and standard deviation are acceptable and the 

correlations are predicting the path coefficient of independent to dependent variable through 

moderating variable.  

As we have evaluated the impact of HR practices on performance of employees with 

moderator (managerial expertise), HR practices such as recruitment and selection, training 

and development, performance appraisal, promotion, compensation and performance of 

employees and moderator, managerial expertise shows positive correlation at 1 percent 

significance level. Coefficient correlation ranges from 0.596 to 0.186 which shows strongest 

direct relationship between promotion and performance appraisal and weakest direct 

relationship between compensation and recruitment and selection respectively. There is no 

inverse relationship between any variable included in the study. (Table-I) 

Table I Means, correlations & Cronbach’s Alpha 

Variables Mean SD ∞ 1 2 3 4 5 6 7 8 

1.Recruitment & 
Selection  

4.02 0.50 0.83 1        

2.Training & 
Development  

3.92 0.67 0.82 0.484** 1       

3.Performance 
Appraisal 

3.98 0.65 0.82 0.434** 0.437** 1      

4.Balance in 
workload 

3.77 0.67 0.83 0.410** 0.523** 0.489** 1     

5.Promotion 
 

3.87 0.69 0.82 0.433** 0.391** 0.596** 0.488** 1    

6.Compensation 
 

3.92 0.65 0.84 0.186** 0.301** 0.423** 0.357** 0.340** 1   

7.Managerial 
Expertise 

4.02 0.44 0.83 0.382** 0.441** 0.382** 0.308** 0.437** 0.251** 1  

8.Performance of 
employees 

4.25 0.45 0.83 0.414** 0.366** 0.516** 0.377** 0.482** 0.296** 0.339** 1 

**Correlation is significant at the 0.01 have (2 – tailed)  

 

3.3.4 Regression analysis 

Table II shows ANOVA and summary of analysis. A multiple regression analysis was 

executed to evaluate the impact of HR practices (recruitment and selection, training and 

development, performance appraisal, promotion and compensation) on performance of 

employees with moderator, managerial expertise.  
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First regression analysis of recruitment and selection and performance of employees 

was performed which shows that recruitment and selection have ability to enhance 

performance of employees (R2 = 0.172) but this ability increases, if managerial expertise as 

moderator is introduced in regression analysis with (R2 = 0.207). By introducing moderating 

variable (managerial expertise), R2 value denotes 21% of the observed variability in 

performance of employees with a predictor recruitment and selection. This variance is highly 

significant by t-value=4.963 and p<0.001. The highest increase in the variance of 

performance of employees occurs when HR practice (compensation) is moderated with 

managerial expertise (the values of R2 increases from 0.087 to 0.162). R2 value denotes 

16.2% variance in performance of employees with moderator managerial expertise. First 

regression analysis was performed with independent variables (HR practices: recruitment 

and selection, training and development, performance appraisal, promotion and 

compensation) and dependent variable (performance of employees). After that regression 

analysis of independent variables with moderator (managerial expertise) was run to analyze 

their mutual impact on performance of employees. The increase in R2 in each case shows 

that moderator with independent variables enhances the variance in dependent variable 

significantly with significance level (P<0.000). (Table-II). So, the results in Table-II reveal that 

the hypotheses of the study (H1, H2, H3, H4, H5) are accepted. 

Table II  Impact of HR practices on employees’ performance with moderator 

managerial expertise 

Variables R R2 ∆R2 Beta T-Value Sig. 

Recruitment &Selection 

Managerial Expertise  

0.414 

0.458 

0.172 

0.210 

0.170 

0.207 

0.333 

0.212 

7.798 

4.963 

0.000 

0.000 

Training &Development 

Managerial Expertise  

0.366 

0.416 

0.134 

0.173 

0.132 

0.170 

0.268 

0.221 

5.958 

4.918 

0.000 

0.000 

Performance Appraisal 

Managerial Expertise  

0.516 

0.538 

0.266 

0.290 

0.265 

0.287 

0.452 

0.167 

11.168 

4.123 

0.000 

0.000 

Promotion 

Managerial Expertise  

0.482 

0.503 

0.232 

0.253 

0.231 

0.250 

0.412 

0.159 

9.658 

3.726 

0.000 

0.000 

Compensation  

Managerial Expertise  

0.296 

0.403 

0.087 

0.162 

0.086 

0.159 

0.224 

0.283 

5.346 

6.740 

0.000 

0.000 
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4.0 DISCUSSION AND IMPLICATION 

The main objective of the study was to explore the significance of managerial 

expertise in implementation of HR practice such recruitment and selection, training and 

development, performance appraisal, promotion and compensation for ensuring enhanced 

employees performance in organization. After in-depth study, we have found that in 

Pakistani organizations, there are same HR practices being observed but there lies infirmity 

in fair implementation of HR practices. During interviews, we have found that there is 

contradiction between remarks of line managers and employees. There seems 

dissatisfaction amongst employees regarding implementation of HR practices.  

As we have discussed earlier that in Pakistani organizations, same HR practices are 

applied but the issue lies in fair implementation of these practices. In the organizations, HR 

department designs HR practices and line managers implement these practices (Trullen et 

al., 2016). The qualitative results of our study reveal that there seems dissatisfaction 

amongst employees regarding fair implementation of HR practice. Unfair implementation of 

HR practices has become the cause of poor performance of employees. If they are treated 

inequitably regarding HR practices such as recruitment and selection, training and 

development, performance appraisal, promotion and compensation, they lack interest in their 

work and show decreased level of performance.  On the other hand, the quantitative results 

of our study reveal that employees expect fair implementation of HR practices from line 

managers. They need just decision regarding recruitment and selection, training and 

development, performance appraisal, promotion and compensation. And fair and justifiable 

implementation of HR practices leads towards the enhanced performance of employees.  

The study also reveals that it is managerial expertise which ensures proper 

implementation of HR practices (Mahmood et al., 2017). For acquiring managerial expertise, 

managers must be equipped with abilities and motivation and best opportunities. If 

managers are able and motivated to do their work, they exert their energies and strive hard 

for the equitable implementation of HR practices. Along with, they must have best 

opportunities for executing their duties (Bos-Nehles, Van Riemsdijk and Looise, 2013; 

Trullen et al., 2016). In fact, line managers have direct relationship with workers and they 

can understand the needs of their employees. It would be better if they are involved in 

designing HR practices and they must have authority to implement HR practices. After that 

these practices should be analyzed time to time and updated accordingly (Tiwari and 

Saxena, 2012). For this, line manager’s trust amongst workers is necessary because it leads 

towards healthy environment for the work. If line managers lose their trust amongst 
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employees, they will show lack of confidence while sharing their issues with them and they 

will not be able to show good performance in their work. For maintaining worth and credibility 

in the organization, line managers must have AMO for fair implementation of HR practices.  

Skilled, qualified and experienced employees are the asset of organizations. The 

main objective of organizations is to satisfy skilled, qualified and experienced employees. 

For attaining this purpose, HR department must design the set of HR practices (Ahmed, 

Zaman and Khattak, 2017) which enhance the ability of employees and increase motivation 

amongst employees, and these practices must also provide opportunities to employees for 

proper execution of work (Tian, Cordey and Gamble, 2016).  

This study is significant because to our little knowledge, it is first study in Pakistan 

which discusses the impact of “best fit” HR practices on performance of employees with 

moderator managerial expertise. We started our study by outlining the best HR practices 

which increase ability and motivation of the employees and create opportunity for them to do 

their work. Then we discussed the managerial expertise under AMO model, which is the key 

source for the fair implementation of HR practices.  

In Pakistan, the organizations adopt same HR practices which are followed by the 

organization in the West but they are not implemented in the same way as they are 

implemented in the West. There is lack of expertise in line manager’s work in the 

implementation of HR practices. So, this study highlights the need of improvement in line 

manager’s role regarding implementation of HR practices.  

 

5.0 CONCLUSION 

Overall, this study reveals the effectiveness of line manager’s role in implementation 

of HR practices such recruitment and selection, training and development, performance 

appraisal, promotion and compensation in banking sector of Pakistan. This study also 

suggests that HR practices have positive impact on performance of employees if these 

practices are implemented by line managers expertly. 

5.1 Limitations  

Despite important findings mentioned above, this study has number of limitations. 

First, the sample size of the study is small at the organizational level which makes the 

authenticity of the study questionable. Second, the study conducted in one business sector 
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i.e. banking sector lacks credibility of the results. It is suggested to conduct the research in 

number of business sectors which will help to understand the phenomenon in a broader way. 

Third, this study depicts the picture of only one country, Pakistan which limits generalizability 

of the results. A cross-cultural study including South Asian countries like India, Sri Lanka and 

Bangladesh will facilitate to ensure generalizability of the results. Fourth, this is cross-

sectional study. A longitudinal study can be conducted to understand the research in broader 

settings.   
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