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Abstract
This study demonstrates and investigates how organizations can achieve high level of employees’ performance under different configurations of training, selection, and some other Human Resources functionalities. In general situations, organizations seek to reach high performance of its individuals that lead to raise the whole organizational performance for market growth and survivability. Due to the employee is the most valuable resource for an organization, the study tackles the analysis of the possible effecting factors predicting that how performance can be maintained, concentrated, and leaded for organization’s advantages.
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1. Introduction
Organizations always approach to achieve their strategies through exploiting their resources in order to sustainable compete competitors and survive in the market. The economic is changeable and organizations need to strive adjusting to face new circumstances not to be dropped out of the competition. Therefore, organizations focus on its internal resources to efficiently and effectively be used for further advantages. An employee, who enables, operates, and functionalize an organization functionality, is considered as the most valuable resource that an organization has. Literarily, an organization without an employee has no position in the market. Nowadays, automation solutions take an intensive place of role for organizations due to the ease of use they deliver with high quality and accuracy of outputs and deliverables. Although, a human factor cannot be eliminated due to such developments. 
As a result, organizations commence identifying what variables may affect employees’ performance while performance is the supreme key required from employee to deliver. Many organizations consider the proper level of performance to be determined at the beginning of employees’ work journey. Other variables play the key role to maintain employees’ performance in various perspectives. Researchers were exploring to discover those variables, so organizations are able to earn the benefits of findings for better performance.
1.2.    Research Question
What are the effects of extensive training, clear job description, results oriented appraisal, internal mobility, incentive reward, participation, employment security, and selective staffing on firm performance?
1.3.    Research Objective
The objective of this research is to check the relationship among extensive training, clear job description, results oriented appraisal, internal mobility, incentive reward, participation, employment security, and selective staffing on firm performance.
  
2. Theorical background and hypothesis development 
2.1.  Extensive training
2.1.1. A formal process of extensively obtaining and learning new skills to increase employees’ promotability in the firm.
2.1.2. Training programs are provided for individuals in front-line jobs, or customer contact.
2.1.3. Formal training programs to teach new hired employees the needful skills of their jobs.
2.1.4. Customer contact jobs employees will go through training programs every few years.
2.2. Clear job description
2.2.1. A precisely written description of a certain job demonstrating all required tasks and duties.
2.2.2. Duties of concerned job are well-defined.
2.2.3. A job has an up-to-date description.
2.2.4. The job description for a position accurately and precisely describes all duties to be performed by an individual employee.
2.3. Results oriented appraisal
2.3.1. A performance appraisal is made based on actual achieved results related and aligned with assigned objectives.
2.3.2. Employee appraisals emphasize long term and group-based achievement.
2.3.3. Performance is based and more often measured with objective quantifiable results.
2.4. Internal mobility
2.4.1. A process of moving employees from a position to another one with new opportunities within the same company as per their career path.
2.4.2. An employee doesn’t have any future in this organization.
2.4.3. An employee has few opportunities for upward mobility.
2.4.4. Promotion is based on seniority in this organization.
2.4.5. Career paths are clear for employees.
2.4.6. Employees in customer contact jobs who desire promotion have more than one potential position they could be promoted to.
2.5. Incentive reward
2.5.1. A motivating driver for employees to do work exceeding the expectations and make achievements. 
2.5.2. Employees of a job receive bonuses based on the organization achieved profit.
2.5.3. Close tie or matching of pay to individual/group performance.
2.6. Participation
2.6.1. An open communication channel is kept open between an employee and his/her supervisor for further contribution and participation.
2.6.2. Employees of a job are often asked by their directors to participate in decisions.
2.6.3. Employees are allowed to provide improvements suggestions.
2.6.4. Employees are allowed to make decisions.
2.7. Employment security
2.7.1. Employees are being protected against fluctuations and any other negative circumstances that may force the firm to expel employees.
2.7.2. Job security is almost guaranteed to employees in this job.
2.7.3. Employees in this job can be expected to stay with the organization for as long as they wish.
2.8. Selective staffing
2.8.1. A part of recruitment process which deals with selecting an employee to hire from an outstanding candidates list.
2.8.2. Very extensive efforts are made in selection.
2.8.3. Long-term employee potential is emphasized.
2.8.4. Great effort is takin to select the right person.
2.8.5. Considerable importance is placed on the staffing process.
2.9. Firm performance
2.9.1. How a firm executes its parameters.
2.9.2. The actual amount of output/results of a firm as measured against its supposed outputs (objectives, and goals).
2.9.3. Involves analyzing the performance against goals and objectives.

2.10. Hypothesis development
2.10.1. Extensive training and firm performance
H1: Extensive training relates positively to firm performance.
Many managers believe that training doesn’t require high importance level in term of firm’s benefits due to the cost the firm will be charged for. They also believe that an employee can learn how to do concerned duties by practicing. The fact of an employee is the most rare and valuable resource is ignored by them. In many situations, the lack of fulfilling the training needs may cause dramatic failure to the firm performance.


2.10.2. Clear job description and firm performance
H2: Clear job description relates positively to firm performance.
Each firm’s job must be designed in a way that ensures there is no duplicability of efforts, conflict of power, or conflict of processes. In addition, all required duties, assignments, and tasks of a job must be very clarified to both manager and employee. In past and also the current, many jobs are practiced as they are used to be regardless the actual purpose mentioned in their descriptions. This dilemma will move the firm’s performance away from the desired level.
2.10.3. Results oriented appraisal and firm performance
H3: Results oriented appraisal relates positively to firm performance.
Firms approach strategically to manage achieving their vision by accomplishing certain defined goals. In many practices, employees’ efforts are not directed correctly to the firm’s vision. As a result, the firm steps backward from achieving its strategic goals due to the miss-alignment of employees’ performance. Both sides’ performance must be fully integrated as one entity that aims to deliver the firm’s success.
2.10.4. Internal mobility and firm performance
H4: Internal mobility relates positively to firm performance.
A firm must deliver a clear career path to its employees. Each employee must know and be aware of his/her career path in order to understand all future possible opportunities he/she may claim. Some career paths don’t offer strong opportunities to the employee. Therefore, internal mobility is a term that hold the internal transfer actions, so the employee may have a new path to step on. Once the employee is disappointed with the limitation of opportunities, performance is negatively affected. 
2.10.5. Incentive reward and firm performance
H5: Incentive reward relates positively to firm performance.
Employees are naturally willing to spend their full efforts once rewards are expected to be giving in back. This is supported by Expectancy theory that is one of the most known motivation theories. Being expected not to be rewarded is a critical performance driver within the employees. 
2.10.6. Participation and firm performance
H6: Participation relates positively to firm performance.
Being allowed to participate with management decision making process implant the principle of involvement and discipline as a part of the firm family. Unlike the situation where the employee feels the self doesn’t belong to the firm and he/she exists only to do routine duties. This condition plays a critical role to either push up the employee’s performance or pull it down.

2.10.7. Employment security and firm performance
H7: Employment security relates positively to firm performance.
Employees tend to pay more efforts when they feel safe in work. Threatens reduces the motive and results to reduce their performance as well. Healthy environments always play the success key to drive performance of employees where lead at the end to the firm’s performance.
2.10.8. Selective staffing and firm performance
H8: Selective staffing relates positively to firm performance.
Some researchers found that prerogative recruitment and selection positively affect the performance of the organization (Delany & Huselid, 1996; Harel & Tzafrir, 1996).
[image: ]
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Note: All arrows indicate hypothesized positive relationships.

Figure1:  The conceptual model
3. Research methodology
A survey is developed containing indicators those are directly related to each variable to enable the examination of these relationships. The survey is launched electronically inside Saudi Arabia via social media channels such as WhatsApp, Twitter, LinkedIn, and Facebook to gather as much responses as possible to apply the examinations accurately. After the responses are collected, the data set is rephrased to be analyzed by SmartPLS software to identify all statistical analysis measurements. At the end, each relationship is to be concluded as per the findings of applied analysis.
3.1 Data collection and sample
The research survey is distributed through famous social media targeting mainly employed persons in Saudi Arabia. The collected sample size is 211 responses, but it ends with 203 after cleansing and refinement by removing false responses to assure appropriate level of analysis accuracy.
3.2 Measures
All relationships, those are to be examined in this research, are measurable by precise indicators used via the survey to collect responses accordingly. A rating scale is applied to all indicators that has a range from (1) “Strongly Disagree” to (7) “Strongly Agree”. A demographic section is added to the survey as well to determine the origin of responses for any possible analysis that the research may require. Table 1 is summarizing the measuring indicators used in the survey:
[bookmark: Table1]Table 1: Summary of measurement indicators
	#
	Variables
	Indicator
	Reference

	1.
	Extensive training
	4
	These variables are highly concerned to effect the firm performance due to it directly touches the employee. Employees, as the key role of a firm success, are the major factor to either raise the performance of decline it.

Lo-Yun Sun, Samuel Aryee, and Kenneth Law (2007).

	2.
	Clear job description
	3
	

	3.
	Results oriented appraisal
	3
	

	4.
	Internal mobility
	2
	

	5.
	Incentive reward
	4
	

	6.
	Participation
	2
	

	7.
	Employment Security
	4
	

	8.
	Selective staffing
	5
	

	TOTAL =
	27
	


3.3 Data analysis 
The research model of Figure 1 is analyzed by employing a PLS structural equation modeling tool or more specifically, SmartPLS package version 3 (Ringle et al., 2005). SmartPLS is employed to assess two models of the research (measurement model, and structural model). This software is more appropriate for the analysis of this research due to it’s reliable, acceptable, and valid statistical tool that supports the complicated models.

[image: ]
Figure 2: Structural model results
 Figure2: Structural model results
4. Results
This research model (Figure1) requires to assess both models (measurement, and structural). All eight hypotheses are tested according to this research model.
4.1 The assessment of the measurement model
This measurement model follows the statistical guidelines in Hair, Hult et al. (2017) to the measurement model. The following threshold are applied for this model:
· Reliability of individual item: Standardized factor loading of ≥ 0.7.
· Reliability construction: Cronbach’s alpha (α), and composite reliability (CR) ≥ 0.7 (Hair, Hult et al., 2017; Latan, 2018).
· Convergent validity: Average variance extracted (AVE) ≥ 0.5 (Hair, Hult et al., 2017; Latan 2018).
· Discriminant validity: HTMT indext < 0.85 or 0.90 (Henseler, Ringle, & Sarstedt, 2015), and square root of AVE ≥ correlation among latent variables (Latan, 2018).

Table 2 reports the findings of the measurement model analysis. As shown, most items values of Factor Loading (FL) meet the minimum required level (FL > 0.7). ET2, P2, IM1, IM2, and IM3 are out of the analysis because the value was below 0.7. This concludes the most of items are included within the research for further analysis. In term of reliability and validity of the collected data, Composite Reliability (CR) shows acceptable level of reliability due to all variables’ values are greater than 0.7 (CR > 0.7). On the other hand, Cronbach’s Alpha (α) shows that some variables may not be enough reliable for the research due to the value is below 0.7 (α < 0.7) with Employment Security, Internal Mobility, Incentive Reward, and Results-Oriented Appraisal. In addition, Average Variance Extracted (AVE) value of all variables are above 0.5 (AVE > 0.5) that means all variables convergent validity is acceptable.

[bookmark: Table2]Table 2
Measurement Model - 1
	Construct
	Items
	SL
	C.R
	α
	AVE

	Clear Job Description
	CJD1
	0.76
	0.847
	0.728
	0.648

	 
	CJD2
	0.84
	
	
	

	 
	CJD3
	0.81
	
	
	

	Employment Security
	ES1
	0.85
	0.836
	0.607
	0.718

	 
	ES2
	0.84
	
	
	

	Extensive Training
	ET1
	0.78
	0.841
	0.719
	0.639

	 
	ET3
	0.75
	
	
	

	 
	ET4
	0.86
	
	
	

	Internal Mobility
	IM4
	0.87
	0.861
	0.678
	0.756

	 
	IM5
	0.87
	
	
	

	Incentive Reward
	IR1
	0.82
	0.814
	0.544
	0.687

	 
	IR2
	0.84
	
	
	

	Participation
	P1
	0.75
	0.841
	0.718
	0.639

	 
	P3
	0.81
	
	
	

	 
	P4
	0.84
	
	
	

	Results-Oriented Appraisal
	ROA1
	0.73
	0.822
	0.679
	0.607

	 
	ROA2
	0.80
	
	
	

	 
	ROA3
	0.80
	
	
	

	Selective Staffing
	SS1
	0.76
	0.854
	0.773
	0.593

	 
	SS2
	0.76
	
	
	

	 
	SS3
	0.79
	 
	 
	 

	 
	SS4
	0.77
	 
	 
	 

	Organizational Effectiveness/Performance
	OE1
	0.79
	0.884
	0.835
	0.603

	 
	OE2
	0.81
	 
	 
	 

	 
	OE3
	0.73
	 
	 
	 

	 
	OE4
	0.77
	 
	 
	 

	 
	OE5
	0.77
	 
	 
	 

	Note: FL = Standardized factor loading; C.R = Composite reliability; α = Cronbach’s alpha; AVE = Average variance extracted.



In Table 3, some values of HTMT are less than 0.85 which means some variables may not differ from each other. Those variables are Incentive Reward with Clear Job Description (CJD), Results-Oriented Appraisal (ROA) with Clear Job Description (CJD), Extensive Training (ET), and Incentive Reward (IR), Participation (P) with Incentive Reward (IR), and Organizational Effectiveness (OE) with Internal Mobility (IM).

[bookmark: Table3]Table 3
Measurement Model – 2
	Heterotrait-Monotrait Ratio of Correlations (HTMT)

	
	CJD
	ES
	ET
	IR
	IM
	OR
	P
	ROA
	SS

	CJD
	 
	 
	 
	 
	 
	 
	 
	 
	 

	ES
	0.66
	
	
	
	
	
	
	
	

	ET
	0.90
	0.50
	
	
	
	
	
	
	

	IR
	0.90
	0.80
	0.88
	
	
	
	
	
	

	IM
	0.83
	0.71
	0.73
	0.87
	
	
	
	
	

	OE
	0.80
	0.74
	0.83
	0.87
	0.91
	
	
	
	

	P
	0.88
	0.75
	0.74
	0.94
	0.79
	0.86
	
	
	

	ROA
	1.01
	0.55
	0.92
	0.95
	0.77
	0.81
	0.89
	
	

	SS
	0.67
	0.84
	0.66
	0.81
	0.86
	0.85
	0.77
	0.69
	




According to Table 4 that shows the variables Fornell-Larcker Criterion value for discriminant validity, all values show that all variables are different from each other. As a result, no redundant variables exist in this research. 

[bookmark: Table4]Table 4
Measurement Model – 3
	Fornell-Larcker Criterion

	
	CJD
	ES
	ET
	IR
	IM
	OR
	P
	ROA
	SS

	CJD
	0.81
	
	
	
	
	
	
	
	

	ES
	0.44
	0.85
	
	
	
	
	
	
	

	ET
	0.65
	0.35
	0.80
	
	
	
	
	
	

	IR
	0.57
	0.46
	0.56
	0.83
	
	
	
	
	

	IM
	0.58
	0.46
	0.52
	0.53
	0.87
	
	
	
	

	OE
	0.63
	0.53
	0.66
	0.59
	0.69
	0.78
	
	
	

	P
	0.64
	0.50
	0.54
	0.59
	0.56
	0.67
	0.80
	
	

	ROA
	0.71
	0.35
	0.65
	0.57
	0.53
	0.62
	0.62
	0.78
	

	SS
	0.50
	0.59
	0.50
	0.53
	0.62
	0.69
	0.58
	0.50
	0.77




To conclude the measurement model of this research, data are cleansed to ensure appropriate reliability and validity of the variables. All statistical guidelines of threshold are applied. All results show the appropriate fit to the guidelines expect HTMT. 

4.2 Testing of the structural model
The structural model assessment as per the guidelines in Hair, Hult et al. (2017). The following threshold values are applied during the assessment:
· Coefficient of determination (R2 value); R2 ≥ 0.25 (weak); ≥ 0.50 (moderate); ≥ 0.75 (substantial).
· Path coefficients: bootstrapping (5000 bootstrap samples; 203 bootstrap cases; no sign changes),
Table 5 shows the statistical analysis of the research structural model with one-tailed bootstrapping 5000 samples. All variables’ Path Coefficient show demonstrate the relationship between each independent variable and the dependent variable of the research. In term of regression analysis, some variables have poor Path Coefficient values which lead to have their t-value less than 1.65 (t-value < 1.65) since t-value is measure of significance of those paths. As a result, those poor t-value variables are not significant. On the other hand, p-value shows the percentage of significant error of each variable. Clear Job Description variable has the highest p-value with 0.47, which means it’s path coefficient is significant with 53%. Nevertheless, the dependent variable has a value of R-square (R2 = 0.69). It means all independent variables affect the dependent variable with 69% accumulatively.
[bookmark: Table5]Table 5
Structural Model
	
	Path Coefficient
	t-value
	p-value
	Significant Difference 
(p-value < 0.05)?

	Clear Job Description -> Organizational Effectiveness/Performance
	0.01
	0.07
	0.47
	No

	Employment Security -> Organizational Effectiveness/Performance
	0.09
	1.47
	0.07
	No

	Extensive Training -> Organizational Effectiveness/Performance
	0.23
	3.34
	0.00
	Yes

	Incentive Reward -> Organizational Effectiveness/Performance
	0.03
	0.42
	0.34
	No

	Internal Mobility -> Organizational Effectiveness/Performance
	0.24
	4.17
	0.00
	Yes

	Participation -> Organizational Effectiveness/Performance
	0.18
	2.85
	0.00
	Yes

	Results-Oriented Appraisal -> Organizational Effectiveness/Performance
	0.07
	1.05
	0.15
	No

	Selective Staffing -> Organizational Effectiveness/Performance
	0.22
	3.26
	0.00
	Yes



5. Discussion, conclusion, limitations and future research
5.1.  Discussion of results
This research summarizes that the independent variables are not all significant after the regression of model is analyzed. This may be caused due to the reliability and the validity of some variables in term of HTMT are low. This incident might be justified with the data collection and sampling style. Collected data might include false records because of the practioners’ commitment. Therefore, the structural model is affected to constitute insignificant variables. According to the research findings, CJD, ES, IR, and ROA are not significant. It means they are not accounted as factors those affect the organizational performance. Rest of variables are significant.
5.2. Theoretical contributions
This research can be a source of other researchers to re-undertake and re-analyze the independent variables to evaluate the relationships and determine whether those insignificant findings are fact or not. Initially, it gives a headline that not all variables are truthfully valid to impact the organizational performance although they seem very helpful and direct variables to manipulate.
5.3. Managerial contributions
Organization’s managers can earn the benefits of this research by managing the significant variables for the organization advantages. Internal Mobility, Extensive Training, Selective Staffing, and Participation are the main factors that the organization require to focus on if it seeks to raise its individual and corporate performance. On the other hand, insignificant variables may get ignored or less focused one to avoid any waste of the organization’s resources unless they are proven by a new research to be significant.
5.4. Limitations and future work
[bookmark: _Toc375311826]The research is made based on data collected within Saudi Arabia – Jeddah City only. Due to the sample is tight and limited, the research cannot be generalized over the whole country and other countries as well. Therefore, it’s recommended that the research shall be undertaken in different local regions, and countries to have clear findings in order to generalize the theory.
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PART 2 – SPSS Statistics

1. Demographic characteristics of the sample 
	Information about sampling firms
	Information about respondents

	Classification
	Number
	Percent (%)
	Classification
	Number
	Percent (%)

	Type of business
	Gender

	
	Hospital, health, clinic, and pharmaceutical
	55
	27.1%
	
	Male
	158
	77.8%

	
	Manufacturing
	20
	9.9%
	
	Female
	45
	22.2%

	
	Consulting, service industry
	32
	15.8%
	Respondent’s age

	
	Electronics, equipment and cable
	6
	3.0%
	
	20-30 years
	47
	23.2%

	
	IT, software and telecommunication
	14
	6.9%
	
	31-40 years
	124
	61.1%

	
	Chemical and associates products
	2
	1.0%
	
	41-50 years
	25
	12.3%

	
	Transportation and travel
	19
	9.4%
	
	50 and more years
	7
	3.4%

	
	Distribution and logistics
	8
	3.9%
	Experience

	
	Finance and banking
	12
	5.9%
	
	0-2 years
	24
	11.8%

	
	Construction
	8
	3.9%
	
	2-5 years
	75
	36.9%

	
	Power plants
	2
	1.0%
	
	6-9 years
	49
	24.1%

	
	Others
	25
	12.3%
	
	10-15 years
	37
	18.2%

	Type of Industry
	
	16 and more years
	18
	8.9%

	
	Manufacturing
	48
	23.6%
	Department

	
	Services
	155
	76.4%
	
	HR 
	56
	27.6%

	Firm’s age
	
	Sales 
	28
	13.8%

	
	1-5 years
	32
	15.8%
	
	Marketing
	12
	5.9%

	
	6-10 years
	64
	31.5%
	
	Production 
	19
	9.4%

	
	11-15 years
	42
	20.7%
	
	Customer service
	44
	21.7%

	
	16 and more years
	65
	32.0%
	
	Others
	44
	21.7%

	Firm’s size
	Role

	
	1-49 employees
	28
	13.8%
	
	Operational level employees
	112
	55.2%

	
	50-200 employees
	77
	37.9%
	
	Basic level leaders
	57
	28.1%

	
	201 and more employees
	98
	48.3%
	
	Middle level manager
	17
	8.4%

	
	
	
	
	
	Senior manager
	7
	3.4%

	
	
	
	
	
	CEO
	6
	3.0%

	
	
	
	
	
	Others
	4
	2.0%

	
	
	
	
	Education

	
	
	
	
	
	High school
	3
	1.5%

	
	
	
	
	
	Diploma
	15
	7.4%

	
	
	
	
	
	Bachelor
	154
	75.9%

	
	
	
	
	
	Master
	30
	14.8%

	
	
	
	
	
	PhD
	1
	0.5%














2. Mean (M) & Standard Deviation (STD):

	Descriptive Statistics

	 Item
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	ET1
	203
	1
	7
	5.24
	1.41

	ET2
	203
	1
	7
	4.51
	1.56

	ET3
	203
	1
	7
	5.04
	1.53

	ET4
	203
	1
	7
	4.77
	1.73

	CJD1
	203
	1
	7
	4.68
	1.52

	CJD2
	203
	1
	7
	4.60
	1.60

	CJD3
	203
	1
	7
	4.59
	1.65

	ROA1
	203
	1
	7
	4.62
	1.61

	ROA2
	203
	1
	7
	4.79
	1.47

	ROA3
	203
	1
	7
	4.65
	1.61

	IR1
	203
	1
	7
	4.61
	1.72

	IR2
	203
	1
	7
	4.52
	1.65

	P1
	203
	1
	7
	4.48
	1.57

	P2
	203
	1
	7
	4.37
	1.56

	P3
	203
	1
	7
	4.68
	1.45

	P4
	203
	1
	7
	4.88
	1.46

	ES1
	203
	1
	7
	4.64
	1.55

	ES2
	203
	1
	7
	4.63
	1.52

	SS1
	203
	1
	7
	4.75
	1.48

	SS2
	203
	1
	7
	4.78
	1.57

	SS3
	203
	1
	7
	4.83
	1.54

	SS4
	203
	1
	7
	4.67
	1.51

	IM1
	203
	1
	7
	4.77
	1.50

	IM2
	203
	1
	7
	4.21
	1.64

	IM3
	203
	1
	7
	4.62
	1.64

	IM4
	203
	1
	7
	4.74
	1.54

	IM5
	203
	1
	7
	4.51
	1.58

	OE1
	203
	1
	7
	4.80
	1.53

	OE2
	203
	1
	7
	4.82
	1.49

	OE3
	203
	1
	7
	4.82
	1.37

	OE4
	203
	1
	7
	4.70
	1.54

	OE5
	203
	1
	7
	4.70
	1.55



3. [bookmark: _GoBack]Regression

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.828a
	0.69
	0.67
	0.66



	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-0.38
	0.27
	
	-1.40
	0.16

	
	ET_AVG
	0.28
	0.06
	0.28
	4.68
	0.00

	
	CID_AVG
	0.03
	0.06
	0.03
	0.45
	0.65

	
	ROA_AVG
	0.01
	0.06
	0.01
	0.12
	0.91

	
	IR_AVG
	0.03
	0.05
	0.04
	0.73
	0.47

	
	P_AVG
	0.26
	0.07
	0.25
	4.02
	0.00

	
	ES_AVG
	0.08
	0.05
	0.09
	1.63
	0.11

	
	SS_AVG
	0.22
	0.06
	0.23
	3.87
	0.00

	
	IM_AVG
	0.18
	0.06
	0.14
	2.81
	0.01





4. Scale (Reliability)

	Scale
	Cronbach's Alpha (α)
	N. of Items

	Extensive Training Reliability
	0.71
	4

	Clear Job Description Reliability
	0.73
	3

	Results Oriented Appraisal Reliability
	0.68
	3

	Incentive Reward Reliability
	0.54
	2

	Participation Reliability
	0.73
	4

	Employment Security Reliability
	0.61
	2

	Selective Staffing Reliability
	0.77
	4

	Internal Mobility Reliability
	0.52
	5

	Organizational Effectiveness/Performance Reliability
	0.84
	5
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Fig1: The conceptual model.




image2.png
Traifjng

2233 3:341)
0006(0069)

Results-

Orented 2070(1.050)

Appraisal \

0025 (0416)
Incentive 2183 (2849)
Reward
2085 (1.466)
gy WO
Participation

Employment
Security

Internal
Selective. Mobility
Staffing





