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Abstract: Organizations value their human capital as a source of competitive advantage which 

leads to influential studies in the field of human resource management (HRM). Existing 

literature often focuses on either micro perspectives or macro perspectives, proven by the 

empirical studies, but little focus being emphasised on both perspectives simultaneously.  This 

indicates a noteworthy gap to be explored further in relation to HRM effects on multi-level 

organization performance. There is still lack of empirical evidence on how employee’s 

performance (micro perspective) and productivity affect not only overall team performance 

(intermediate perspective) but also organizational performances as a whole (macro 

perspective). In view of this, the proposed study seeks to provide analysis which would assist 

towards a better understanding of how HRM practices and multilevel organizational 

performance framework. The study will focus on content analysis based on existing literature 

on HRM practices and its relationship with employee, team and/or organization’s outcomes; 

as well as multilevel studies in the field of human resource. The articles are obtained from 

various online sources using the keyword Human Resource Management Practices (HRMP), 

HRMP and organizational performance, HRMP, and team performance, HRMP, and employee 

performance, HRMP, and macro level performance and HRMP and micro level performance. 

Based on this analysis, often HRMP linked with organizational performance followed by the 
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employee and team performance. Hence, we provide future research agendas which could be 

explored more by researchers in the field of multilevel human capital performance outcomes 

since there is still a gap of literature in this topic. 

 

Keywords: Human Resource Management Practices, Multilevel Performance, Research 

Agenda 

___________________________________________________________________________ 

 

Introduction  

The importance of human resource management practices as a source of value creation towards 

exceptional competitive advantage (Barney, 1991; Cropanzano & Wright, 2001; Ritthaisong, 

Johri & Speece, 2014) caught attention of past researchers to test Resource Based Theory 

suggested by Barney (1991). The importance of human resource has been studied extensively 

to reflect individual, team or firm level performance outcomes. The impact of good and 

effective human resource management practices has been long proven to influence individual 

employee productivity, team as well as organizational performance (Abdul, Khan, Khan & 

Khan, 2011, Pak & Kim, 2018).  

 

However, though there are bundle of articles successfully proven the relationship between 

human resource management practices with employee and/or organizational performance, but 

the integration between micro and macro level performance has yet to be discovered. The 

tendency in exploring only single level performance of organization is still high leads to the 

deficiency of empirical research evidence on the integration of multi-level human capital 

performance. With the increasing pressure of competitiveness, organizations have to focus on 

improving not only single performance outcome level per se at a time, but, manager also have 

to access their overall performance level simultaneously. In Malaysia specially, there still very 

limited assessment and research that have been done to investigate the wellness of multilevel 

performance among the players. 

 

Why it is so important to study both micro and macro level performances simultaneously? 

Micro and macro level of HR functions have to work together to improve organizational 

performance ( Ployhart & Moliterno, 2011). This is due to the fact that the performance of the 

overall organization comes from a good performing employees (Gabčanová, 2011) and good 

employees’ performance comes from good HRM practices implementation (Ray & Ray, 2011). 

However, how micro level performance of an organization impacts macro level performance 

has yet to become a top priority of empirical investigation in the field of human resource 

management. 

 

This conceptual paper tries to discover the point of interconnectedness between micro and 

macro level of HR function and organizational financial performance. Micro level performance 

related to employee level of performance which most likely influenced by the human resource 

practices implemented in the particular organization  (Jouda, Ahmad & Dahleez, 2016; 

Tabouli, Habtoor & Nashief, 2016), while macro level performance often referred to as 

organizational overall performance (Ployhart & Moliterno, 2011), the paper ought to be able 

to provide a holistic view of the integration of organizational multilevel performance. Besides, 

the study also expected to be able to provide a new agenda of study in the field of human 

resource management.  
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Literature Review  

There are few points that will be discussed in this section. Firstly, the discussion will be focused 

on the definition of human resource management practices and how it can affect the 

performance in the organization. Secondly, the discussion will focus on the process of 

multilevel performance interconnectedness within the organization.  

 

Human Resource Management Practices 

The current market competitiveness is vital for survival as it is needed by organizations today. 

Hence, evaluation of overall organizational value should be given priority. Employee which is 

the organizational most valuable asset (Ozolina-Ozola, 2014; Pasban & Nojedeh, 2016) and 

more likely to perform positively provided they are supplied with effective sets of human 

resource management practices (Ling & Mohd Nasurdin, 2010). Besides, good sets of human 

resource management practices will lead to the successful and sustainable competitive 

advantage (Lin & Wu, 2014; Wernerfelt, 2013). Thus, successful organization is capable to 

understand the importance of human resource function as the critical factor that contributes to 

organizational success (Hassan, 2016). 

Human Resource Management Practices, Micro and Intermediate Performance 

People what makes organization sustainable. Thus, managing people in the organization is 

essential for organizational sustainability. Employees are easily triggered by their surrounding 

and they will act according to what they feel, know and what they had learn before(Chan, 

Shaffer, & Snape, 2004).  

 

In this sense, effective human resource management practices should cover employee’s skill 

enhancing, motivation and empowerment because when combined all these areas together, 

leads to favourable organizational outcomes (Subramony, 2009). Skill enhancing practices are 

related to staffing and training as a platform for employee to enhance their knowledge, skill, 

abilities and other threads to serve organizational performance enhancement processes. Skill 

enhancing practices including job description, job training, and recruitment and selection 

process are sets of powerful source to enhance employee performance (Atteya, 2012; Jouda et 

al., 2016; Hee & Jing, 2018).  

 

Motivation can exert employees’ willingness to perform better to sustain a favourable working 

performance (Burton, 2012) because they will better perform if they believe that they are 

valued and their welfare are not neglected (Blanco-Mazagatos, de Quevedo-Puente, & 

Delgado-García, 2018; Burton, 2012). Hence, it will motivate employees to give back to the 

company by exerting positive job performance  (Rubel, Rimi, Yusoff & Kee, 2018; Yu, Mai, 

Tsai & Dai, 2018), productivity and loyalty (Brown, McHardy, McNabb & Taylor, 2011; Si & 

Li, 2012). “Happy” employees will also likely to be motivated to work better (Cropanzano & 

Wright, 2001).  

 

Empowerment increase employee perception on the collective responsibility towards goal 

setting, task performance and management of the individual interpersonal process (Mathieu, 

Gilson, & Ruddy, 2006). Empowerment can enhance employee‘s emotional bond with 

organization that influences working life and will circulate the feeling of belonging among 

employees (Ray et al., 2011; Subramony, 2009). Thus, as a result, motivation, satisfaction, skill 

and sense of belonging among individual employees to acquire excellent team performance 

because individuals will collectively contribute to the team performance (Magpili & Pazos, 

2018). Team performance are triggered by individual skill, ability, knowledge, motivation and 

autonomy (empowerment) that comes from excellent HRMP ( Magpili & Pazos, 2018). 
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Human Resource Management Practices, Intermediate and Macro Performance  

The existence of human resource management practices are solely to satisfy the needs of 

employees in the organization, so they will be able to work and cultivate positive behaviour 

(Ling & Mohd Nasurdin, 2010), which leads to positive work outcomes, such as productivity 

induced by job satisfaction. The point of interconnectedness between multi-levels of the 

organization’s performance is in bound when HRMP effectively enhance employee 

performance which herald task execution and ability to make decision among the team 

members (Macht & Nembhard, 2015; Wang, Huang, Davison, & Yang, 2018). 

 

Turnover resulted from unhappy and unsatisfied employee will jeopardise and creates 

vulnerability in organizational overall performance. It is because, when they leave, the 

company will have to bear additional costs of hiring and train other employees (Al-Mamun & 

Hasan, 2017). It is even worse when the employee leave with valuable knowledge and expertise 

(Kaçmaz,  & Serinkan, 2014), since it will be likely transferred to other organization 

(competitors). Poor HRMP will also affect team performance since individual member’s 

satisfaction and way of work determine the team performance (Delfgaauw, Dur, & Souverijn, 

2018; Gabelica, Bossche, Maeyer, Segers, & Gijselaers, 2014). Hence, to avoid unexpected 

cost occurrence, the need to provide a good set of human resource management practices is 

vital. 

Past study of Multilevel Measurement of Human Capital Model 

Though there are extremely limited number of researches of multilevel human capital 

approach, few researchers have been attempted to explore various multilevel studies in the field 

of human resource management. However, there are still few studies which focus on human 

resource management practices and its relation towards multilevel performance of the firm. 

 

Table 1: Past Multilevel Human Capital Studies 
 

Year  Author/s Focus of study 

2016 Jongwook Pak and Seongsu Kim HPWS Intensity; Individual in-role 

performance; team performance 

2016 Matthew S. Prewett, Matthew I. 

Brown, Ashita Goswami, and Neil 

D. Christiansen 

Personality threats; individual level behaviour; 

team level behaviour 

2016 Riccardo Peccei and Karina Van 

De Voorde 

Multilevel paradigm; multilevel mediation 

analysis 

2015 IpKin Anthony Wong Hospitality; linkage between service provider 

(firm), employee and customer; organizational 

attributes and behaviour.  

2014 Brenda Vermeeren HRMP, Multilevel mediation approach 

analysis 

2013 Alia Crocker and Rory Eckardt Employee and Unit level Complementary  

2008 Tae Young Han and Kevin J. 

Williams 

Individual and team adaptive performance; 

continuous learning activities; learning climate 
Source: Developed by authors 
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Research methodology 

The analysis was conducted in two stages. The first stage was to identify related database by 

using keywords including Human Resource Management Practices (HRMP) and Performance, 

HRMP and Employee Performance, HRMP and Organizational Performance and HRMP and 

multilevel human resource study from various online sources such as Sage, Science Direct, 

Emerald Insight, Google and many other open access sites. The second stage was to filter the 

research article by year of publication because researcher only include the research from 2010 

to 2017.  

 

The analysis is focus on the identification of the past research focus tendencies on performance 

evaluation satisfying the questions on;  

 

1. How many of the past research articles discuss about the relationship between HRMP 

and micro or intermediate or macro performance? 

2. How many of the past research article investigate the relationship between HRMP and 

multilevel performance simultaneously? 

3. What are the HRMP indicator/s been used previously in determining the performance 

at any level? 

 

Thorough analysis has been done based on the questions above and the result will be discussed 

in the following section.  

 

Findings and Discussions 

This section discusses the result of the article analysis focused on the performance outcomes 

and HRMP indicators that has been used previously based on the analysis on 109 articles. The 

discussion includes the performance outcomes indicators that has been used either as 

independent or independent variable. The performance indicators have been classified into 

three major categories includes; 1) micro level performance which referring to the employee 

level performances, 2) intermediate level performance or team level performance outcomes 

and lastly, 3) macro level performance for organization level performance. For HRMP 

indicators, the researchers classified the practices into three major categories namely skill-

enhancing practices, motivation- enhancing practices and empowerment enhancing practices. 

The results are as followed; 

 

Performance Outcomes 

From the analysis done on 109 articles related to HRMP and performance, there are13 articles 

related to team performance, 23 articles related to micro performance and 66 related to macro 

performance outcomes. Most of the research on micro level performance used HRMP as 

indicator of employee outcomes include labor productivity, turnover and job satisfaction. In 

macro level performance, indicator used to include organizational product/service quality, 

organizational commitment, innovation, financial performance and more. Financial 

performance indicator most likely measured by perception rather than monetary value. 

 

HRMP Performance Indicator 

Majority of the articles analysed chosen skill enhancing as influencing factor of either micro 

or macro performance outcomes, followed by motivation and empowerment enhancing 

practices. Analysis indicates that there are less than ten researcher/s in the past who includes 

all there HRMP performance indicators. Thus, there is still a need to perform the research that 
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includes all HRM bundles because combined together, it will be able to produce a better and 

effective sets of HRMP (Subramony, 2009). 

 

Proposed conceptual framework 

Based on the analysis, Figure 1 is the purposed research framework to fill-in the existing gap. 

Sets of effective human resource management practices will enhance individual employee 

performance in which will affect the team performance through their knowledge, ability and 

organizational fit. Good team performance will able to robust organizational overall 

performance. 

 

Figure 1: Organizational Multilevel Performance Assessment Framework (Proposed by 

Authors) 
 

 

Figure 1 presents the interconnectedness of the multilevel performances bridge. As stated 

before, a good set of HRM practices will influence employees’ work behaviour and analysing 

multilevel performance simultaneously is a must. From the performance assessment 

framework above, HRM practices will leads to a favourable macro performance (organization) 

at macro level. The relationship between HRMP and organization performance mediated by 

micro (employee) and intermediate (team) level performances. At individual level, employee 

performance will be enhanced by a good set of HRM practices consists of skill-enhancing, 

motivation and empowerment. The relationship between micro level performance and macro 

level performance mediated by intermediate (team) performance, where individual employees 

have to work together towards the same direction or goal for the purpose of achieving 

favourable overall organization performance.  

 

Conclusion 

Our conceptual study was the result from analysis of past research in the field of human 

resource management practices and performance. From the analysis performed, it can be 

concluded that the demand to explore and investigate multilevel performance of organization, 

qualitative and/ or mixed method research is greatly required to fill existing literature gap and 

to provide a better insight of multilevel relationship within the organization. Hence, by focusing 

on multilevel performance approach instead of single level performance in testing the 

relationship between HRMP and performance allow us to see the whole picture of the process 

of organization performance achievement.  

 

One of the main arguments in this paper is to utilize multilevel performance approach to 

understand the process of performance achievement in which to provide a new direction of 

HRMP: 
Skill-enhancing  

Motivation 

Empowerment 

 

Employee 

Performance: 
Job Satisfaction 

Productivity 

Individual Service 

Quality 

 

 

 

Organizational 

Performance: 
Financial 

Organizational fit 

Organizational 

innovation 

Team 

Performance: 
Decision Making 

Ability 

Team Fit 

 

Micro Level Intermediate Level Macro Level 
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research practices in the field of human resource management practices and performance link. 

In particular, using multilevel performance measurement model can help the organization to 

identify the area of problem in achieving good performance due to its tendency to assess the 

performance from all level simultaneously. 

 

The issue is very important in today’s market environment since the organizations should not 

solely focus on the uniqueness of the product per se for the purpose of achieving sustainable 

competitive advantage, since those resources seems to be easily achievable with the current 

advance technology. What does seem too hard to maintain is the employee loyalty. Hence, to 

maintain good positive behaviour, productivity (Haweel & Elawady, 2015) and effectiveness 

of working behaviour among employee is what more important and it can be achieved through 

a good set of HRMP implementation.   

 

Hence, through this conceptual paper, the researchers hope that it can provide a holistic insight 

on the understanding the process of achieving excellent overall organization performance. 

However, though this paper has some limitations surface, as an early step of new research 

agenda in the field of human resource management thought.  
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