Hayunsiii xxypHan «Bectauk ynusepcurera « Typan» Ne 4(88) 2020 .

OKOHOMUKA: UCTOPUA, TEOPUA, NMPAKTUKA

IRSTI 71.35.01

UDC 640.4
MUSTAFA TANDOGAN,!
https://doi.org/10.46914/1562-2959-2020-1-4-9-18 DBA, doctor.
Near East University,
Nicosia / TRNC!

INCREASING THE EFFICIENCY
OF USING HUMAN RESOURCES IN HOTEL BUSINESS

Abstract

The purpose of this research is to find out whether HRM implementations actualized by businesses affect
organizational performance. HRM is a strategic approach towards finding human resource that is the key source of the
organization for gaining and increasing performance. In this research the relationship between HRM and performance
of an organization has been analyzed in relation with HRM functions, i.e. labour force planning, recruitment and
placement, in-service training performance assessing, and charging, awarding. HRM is implementation of plans,
programs and strategies revealed in line with the purposes and objectives of an organization to find the human resource
needed. The more concordance of HRM with the organization and the best implementations in HRM are applied the
more the organizational performance indicators. HRM contributes for organizational success combining human and
information source. Effective HRM implementations provide competitive advantage as well. The article states that
strategic, well-planned HRM has been observed to positively affect organizational performance, as HRM practices
affect extremely important organizational outputs for organizational performance such as financial performance, labor
turnover and productivity. The article also states the increase in in-service training programs contributes significantly
to the achievement of organizational goals and increasing labor productivity in organizations with low productivity.

Key words: human resources, efficiency assessment, strategic management, labor force, competitive advantage,
labor productivity, professional development.

By 1980s effect of efficient management of human resource has been remaining to be the discussed
and researched subject in HRM literature. Increasing and maintaining the performance take place
among the objectives of HRM implementations. Concordantly, HRM implementations have started to
be evaluated as a tool for measuring the performance of the business.

Nowadays, for understanding better and gaining importance of HRM; globalization, increasing
competition, rapid improvement in information technologies, access to market, to be able to hold
and grow in the market, business unions and codetermination of employees with development in
total quality management can be implied (Eroglu, 2001). An extensive agreement has been formed
between both academicians and pragmatists that HRM creates a sustainable competitive advantage
in terms of the most valuable capitals of businesses and managing this capital (Wright et.al, 1994;
Lado and Wilson, 1994; Ulrich, 1998; Jones and Wright, 1992; Pfefter, 1994; Storey, 1992). While
having the competitive advantage was being discussed; (Porter, 1990), the necessity of research for
HRM implementations which includes record keeping, selection and recruitment for the job, training
and personnel relationships as functional traditional and transformational implementations occurred
(Wright et.al, 1998).

In this research the relationship between HRM and performance of an organization has been
analyzed in relation with HRM functions, i.e. labour force planning, recruitment and placement, in-
service training, performance assessing, and charging, awarding.

1. Relation between human resource management and organizational performance

1.1 Human Resource Management and Importance for Organizations

Human Resource Management, in the most general sense can be defined as a whole of duties and
activities performed in environmental extent, to reach the objectives of the organization effectively in
human resource area (Schuler and Jackson, 1989). All activities directed to providing and coordinating
human resource of an organization constitute HRM (Lloyd and Leslie, 1997). In other words, HRM

9



«Typan» yHuBepcHUTETIHIH Xa0apiIbIChl» FUTBIMU >KypHaIbI 2020 x. Ne 4(88)

is implementation of plans, programs and strategies revealed in line with the purposes and objectives
of an organization to find the human resource needed ideally, motivate, improve, award and maintain
continuity (Tanke, 1990). By means of HRM, sufficient number of employment that will perform
necessary functions to reach the purposes of organisation, training, improvement and evaluation
of them have been aimed (Boone and Kurtz, 1998). By 1960-70s it germinated in the USA as an
academic area thereafter, spread around the world (Brewster, 1994). HRM activities in businesses can
basically be defined as (a) to do job analyses for job definitions and specifications, (b) to determine the
necessary employee recruitment quantitatively and qualitatively to reach the targeted objectives, (c)
to select and recruit employees, (d) to lead and train the labours (e) to make a career planning, (f) to
perform the performance management and measuring, (g) to make a wage plan, award the employee
and motivate (Findik¢1, 1999; Armstrong, 2006; Dessler, 2008).

Via HRM, planning strategic man power, preventing information obsolescence because of
rapid technologic development and information increase and providing individual development of
employees have been aimed.

To examine human relations not segmental but integrally in organizational system and to provide
organizational development over people oriented management approaches are in major activities
(Findikg1, 1999). HRM can also be defined as the process of employing sufficient number of qualified
staff, to educate, improve, motivate and evaluate the staff to reach the objectives of the organizations
(Kasimov, 2006).

HRM is a strategic approach towards finding human resource that is the key source of the
organization, increasing and gaining performance (Bingdl, 1998). Gaining strategic qualification
of HRM implementations results from providing competitive advantage (Boxall, 1996). By virtue
of the fact that HRM systems and functions affect employees’ attitude and behaviours and their
comments about the organization (Ferris et.al, 1999; Kopelman et.al, 1990) it has been indicated HRM
implementations has to be perceived as “glue” holds the organizational factors together (Evans, 1993).

Having the philosophy emphasizes that competitive advantage can be provided with efforts of
employees, to adopt a strategic approach, to support organizational values and objectives, to provide
attainment of organizational objectives define the fundamental principles of HRM (Foot and Hook;
transferred by Ozdemir, 2010). There is an experimental relationship among HRM, innovation
strategies, production technologies, organization structure and extend and syndication (Jackson et.al,
1989).

Strategy is the most valuable way for the organization to reach the objectives (Hussey, 1996).
Strategically HRM is described as designing and actualising of the set of internal policy and
implementations that help the organization to achieve the goals, supplies human capital (Huselid et.al,
1997). It has been defined that determining the strategies of Strategic HRM correctly (Lengnick-Hall
et.al, 2009) can be actualised with comparative analysis of future organizational needs and existing
competence of the organization (Gratton, 1999). While Strategic HRM; can also be defined as enhancing
the performance of organization, synchronizing HRM with strategic objectives, and purposes with
the aim of developing organizational culture that increases innovativeness and flexibility (Truss and
Gratton, 1994), HRM activities planned to make the organization achieve the objectives (Wright and
McMabhan, 1992) and using the human resource conspiratorially and efficiently (Greer, 2000), besides,
the definition that it is as association process with organization strategy can also be used (Ulrich,
1997). Strategic HRM; is effective on the subjects of competitive advantage (Wright et.al, 2001),
focusing on strategic results (Miles and Snow, 1984; Schuler and Jackson, 1987) and organizational
performance (Becker and Huselid, 1998). Strategic quality of HRM approach arises from the reason
that HRM implementations influence vital organizational outputs like financial performance, labour
turnover and productivity (Richard and Johnson, 2001).

Strategic HRM is defined to affect the organizational performance positively (Harris et.al, 2001;
Huselid 1995; Huselid et.al, 1997). Strategic HRM also have the results like productivity growth
(Ichniowski et.al, 1997; MacDuffie 1995), business value development (Huselid, 1995) higher profit
and performance increase (Becker et.al, 1996; Delery and Doty 1996). It has been defended that
strategic HRM can occur when the HRM implementations are integrated with organization strategies
(Miles and Snow, 1984) but on the other hand it has been discussed that all HRM implementations
cannot be strategic, some of them may be strategic but some may be functional (Guest, 1989; Miller,
1989; Sayilar, 2004).
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1.2 Theoretical Framework: Gaining Strategic Qualification of HRM

In the literature about the relationship between Strategic HRM and organization performance it is
mostly based on four basic approaches. These approaches can be defined as; Universalist, Contingency,
Formal and Contextual (Becker and Gerhart, 1996; Ferris et.al, 1999; Guest, 1997; Leede and Looise,
2005; Martin- Alcazar, 2005).

Universalist approach called the best implementations became the approach that enlightens
understanding the theoretical essentials and relation between HRM and performance, the most
established and supported one.

It has been defended that the more concordance of HRM with the organization and the best
implementations in HRM are applied the more the organizational performance indicators like
productivity, labour force turnover and financial outputs will be affected (Guest, 2011). All the
organizations accepted Universalist approach will accomplish using the HRM implementations that
have been determined as the best and can be used in all conditions (Khilji and Wang, 2006; Martin-
Alcazar et.al, 2005; Shih et.al, 2006). Universalist approach indicates that HRM implementations
could be used for providing and sustaining the competitive advantage (Pfeffer, 1995; Pfeffer and Veiga,
1999) and the relationship between these implementations and organizational performance (Youndt
et.al, 1996). (Delery and Doty, 1996), the seven implementations indicated by the researchers (Kerr
and Slocum, 1987; Miles and Snow, 1984; Osterman, 1987; Pfeffer, 1994; Sonnenfeld et.al, 1988)
who adopt Universalist approach and have a great deal of agreement are; inter-organizational career
opportunities, educational systems, performance assessing, effective charging (e.g. profit sharing),
job guarantee, employee engagement, communication with the employee (information sharing) and
extensive job definitions. Universalist approach or the best implementations approach assumes that
some HRM implementations are always better than others and all organizations have to adopt these
best implementations (Chenevert and Tremblay, 2009). It is assumed that the best implementations
can be generalised to whole organization and the performance of applier organizations will be high
(Giirbiiz, 2011). Universalist approach; identifies the implementations have to be followed by each
organization and when HRM implementations are applied as a whole it will become to be effective
and supportive for the performance (Stewart and Brown, 2009). Another characteristic of the best
implementations is emphasizing how to be a sustainable competitive advantage (Giirbiiz and Mert,
2011). The researches about validity of Universalist approach (Delery and Doty, 1996; Delaney and
Huselid, 1996; Huselid, 1993, 1995; Youndt et.al, 1996) which is one of the basis approaches for
finding out relationship between HRM and organizational performance help for specifying the best
implementations. On the other hand although there have been some differences in literature, the
common view of the employees is that personnel skills can be strengthen with HRM implementations
(Youndt et.al, 1996).

Contingency approach which improves Universalist approach and cares the relationship between
organization strategies and HRM implementations emphasises the necessity of evaluating the
relation between organization strategies and HRM implementations with the internal and external
environmental conditions (Becker and Gerhart, 1996; Ferris et.al, 1999; Guest, 1997; Leede and
Looise, 2005; Martin-Alcazar, 2005). With this approach that is also expressed as the best concord
HRM strategies are thought to be more effective when they become integrated with own organizational
and environmental conditions of each organization (Khilji and Wang, 2006; Shih et.al, 2006). It
asserts that the organizations that show alteration and accord against various conditions give better
performance (Guest, 1997). The progress of Contingency approach has started with focusing the
researches’ attention to environmental effects that enclose leader and its group since 1950s (Ozkalp
and Sabuncuoglu, 1997). Due to becoming insufficient, classical and neoclassical theories contribute
development of contingency approach which appears after 1970s and explaining organizational events
(Geng, 2007). The basis of Contingency approach base upon the view that the most important point is
the whole, the components are important according as they affect the whole (Tosi, 2009).

Contingency approach; is an important guide for increasing productivity of organizations,
actualizing the profits beneficial for human being and providing to achieve whole goals (Sucu, 2000).
This approach helps expending on the fact of organization and specifying theories and definitions
related to executive implementations situational (Youndt et.al, 1996). Contingency approach
expresses that anything favourable for an organization may not be good for another one therefore,
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particular HRM policies do not always have the same effect on organization performance (Kintana
et.al, 2006; Lertxundi and Landeta, 2011). The organizations show proper alteration and accord have
been asserted to display better performance (Guest, 1997). While environmental factors which are
defined as everything out of the organization (Hatch, 2006) change according to characteristics of
the organization, uncertainty level increases at the same time. This approach deals the environmental
conditions in two dimensions (Martin, 2010). These are the integration degree of matching of
organization strategy and HRM policies and implementations. According to Contingency approach
if an effective performance is being goaled, organizational characteristics like strategy necessitate
unique behaviours and roles (Bayat, 2008). Unless an organization is involved in interaction with all
its parts like strategy, organization, people and culture, to maintain the high performance is not possible
(Beer, 2009). Formal approach indicates that not only HRM implementations become consistent with
organizational and environmental conditions but also HR activities have to be consistent internally
(Martin-Alcazar, 2005). According to the formal approach which is regarded as the extension of
contingency approach, the organization has to develop HRM system in which it can be successful
both vertically and horizontally. While horizontal harmonization expresses internal consistency of an
organization’s human resource policies and implementations, vertical harmonization expresses the
harmony between general management strategies and human resource strategies. The effective HRM
system is the system that is consistent with organization system (Raduan and Kumar, 2006).

Contextual approach thatemphasises on the importance of context explains the changes that cultural,
social and politic differences bring into HRM structures of organizations operates internationally
(Martin-Alcazar et.al, 2007). And Resource-based approach explains the effects of HRM functions on
performance (Takeuchi et.al, 2003). It defends that HRM functions have an inimitable nature can not
replace other organizational sources and add value to organizations (Sheehan et.al, 2007).

1.3 Effects of HRM on Organization Success Indicators

Future economic and strategic competitive advantage will constitute the man power in
organizations (Smith and Kelly, 1997; Van de Ven et.al, 1999). Economies; increasingly depend on
employees’ fund of knowledge, talents, skills and other characteristics (Ulrich, 2001). On the contrary
of other organization sources, it is difficult to imitate intellectual capital. Since the organizations have
a structure that influence environment and be influenced by them (Scott, 1998), a harmony between
the organization and HRM strategies has been expected (Lengnick-Hall and Lengnick-Hall, 1988) and
it is among both the internal and external organizational components (Braid and Meshoulsm, 1988;
Cabrera and Bonache, 1999).

Effects of HRM decisions on organizational performance have been evaluated through improving
organizational effectiveness, increasing business income or developing the labour force productivity.
Effects of labour turnover rate, sales ratio and financial performance on organizational performance
have become the most accentuated business performance indicators (Huselid, 1995; MacDuffie, 1995;
Cho, 2004; Wright et.al, 1994; Lado and Wilson, 1994; Ulrich, 1998; Jones and Wright, 1992; Pfeffer,
1994). In this study, in accordance with related literature findings; labour turnover rate, business sales
rate and financial performance will be selected as the baseline as the basis achievement indicators of
the organization related to HRM.

Employee productivity is a term which is used to define effectiveness of organization employees.
HRM has also been evaluated as an index that can be used for turning the investment return to
numerical values and comparing the productivity of competing undertaking. As the indicators of
employee productivity, there have been the effects of personnel attitudes and behaviours for formation
of performance indicators like labour turnover rate sales rates of the business and financial performance
evaluated at the level of business.

A relation between organizational performance and HRM activities is mentioned (Ferris et.al,
1999). If HRM is evaluated as the whole of operations like essential processes of employing sufficient
number of qualified employees will be able to actualise essential functions for the organizations to
achieve goals, training, improving, motivating and evaluating (Boone-Kurtz1998), HRM system have
to correspond to organization strategy to increase organizational performance (Youndt et.al, 1996).
(Katau and Budhwar, 2006), in their researches, edited the concept of organizational performance
in accordance with various writers. Organizational performance is defined as the fulfilment degree
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of organization’s goals (Dyer and Reeves, 1995). It expresses using the sources of organization
effectively within the scope of effectiveness (Rogers and Wright, 1998). Moreover, it is developing the
capacity which will bring the businesses’ future opportunities or the ones have to brought off together
(Delenay and Huselid, 1996) and increasing the satisfaction of all participants (employees, customers
and shareholders) (Guest, 2001).

Choosing specific HRM implementations situationally are known to be more effective on
developing organizational performance (Horgan and Miihlau, 2003). High performance organizations
have to provide transferring the knowledge and abilities of employees to performance during work
flow because they have less hierarchical level by nature (Lawler, 2008). Sustainable high performance
results in a design that considers organizational structure, nature of people and work (Mohrman and
Lawler, 1997). For organization design, joining the wrong parts together decreases effectiveness of the
organization (Mintzberg, 1981).

HRM contributes for organizational success combining human and information source (Teo et.al,
2007). HRM is expected to create an effect on organizational performance as one way of leading or
controlling (Ouchi, 1980) the individual behaviours towards goals. The question that in what way
HRM produces an effect on organizational performance (productivity, financial indicators etc.) forms
one of the hottest objects at issue (Arthur, 1994; Huselid, 1995; Delaney and Huselid, 1996; Wood,
1999; Pauwee and Richardson, 2001; Guest, 2001; Youndt and Snell, 2004). Organization strategies
are accepted as situational factors that affect HRM and thereby organizational performance (Colbert,
2004). (Collins and Clark, 2003), in the research they performed expressed that actualising HRM
implementations effectively influences the employees’ job performance positively. Integration of
HRM implementations and strategic planning take form within the limits of contribution of HR policy
and implementations for organizational performance (Guthrie et.al, 2011).

While most of the organizations apply some methods like downsizing, employee costs reduction
rather than prioritising human factor to provide competitive advantage the organizations that put
human factor in the center of their strategies obtain longer term return (Pfeffer ve Veiga, 1999).
Effective HRM implementations provide competitive advantage (Barney, 1991). As long as they
are used with the strategy that supports HRM implementations performance should be expected to
gain strength (Richard and Johnson, 2001). For a high performance organization, to optimize the
organizational performance HRM implementations have to be determined proprietary (Behrens, 2008).
Organizational performance is qualitative and quantitative expression that the organization achieved
provided towards intended goals (Simsek and Nursoy, 2002). Organizational performance outputs are
separated into two parts as long and short term; some of the short- term outputs are increasing loyalty
and technical abilities and talents of individual-level employees, providing cost effectiveness of HRM
processes. One of the much-used indicators for the effects of HRM on organizational performance is
labour force turnover rate or in other saying cease of employment ratio.

The reasons for caring the effect of HRM on organizational performance are expressed as factors
that; HRM systems and strategies which are effective in the organization directly provide increasing
for productivity, reducing production costs and relatively increasing the organizational performance
(Bhattacharya et.al, 2005; Marangoz and Biber, 2007) and providing the organization to achieve goals
faster, to be able to survive against environment conditions (Cho, 2004). Organizational performance;
will take effectasaresultof proper combination of performance dimensions like effectiveness, efficiency,
quality, sustained improvement, innovation and profitability (Bredrup, 1995). As the organizational
performance can be increased caring integrated organization and HRM processes (Canman, 2000), it is
provided through effects of HRM decisions on organizational performance, improving organizational
efficiency, increasing the organizational incomes or improving labour force productivity (Huselid,
1995; MacDuffie, 1995; Cho, 2004). The research by (Huselid, 1995) asserts that HRM activities like
premium system, selective employment methods and personnel participating improve organizational
performance through effects on lower labour force turnover, higher productivity, skills increasing and
motivation of employees.

There has been a negative relation between labor force turn over rate of high performance work
implementations (Huselid, 1995) and cease of employment intentions with support they perceived
(Wayne, 1997; transferred by Randall et.al, 1999). When the relation between HRM implementations
and intention of leaving job are examined; the researches available in literature conclude that there
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is an inverse relationship between effectiveness of labour force recruitment process and leaving job
intention especially attractive charging and training implementations minimise leaving job intention
(Shaw et.al, 1998; Chang, 2005; Lam et.al, 2009; Tiiziin, 2013). Besides the researches conclude
the existence of the inverse relationship between effectiveness of labour force recruitment process
and leaving job intention also there have been studies conclude that attractive charging and training
implementations minimise leaving job intention (Shaw et.al, 1998; Chang, 2005; Lam et.al, 2009;
Tiiziin, 2013). Researches show that policies and politic factors applied in inexpedient performance
assessing cause leaving job physically and psychologically and increase the intention of leaving job
(Cropanzano et.al, 1997; Kacmar et.al, 1999).

2. Relationship between HRM Functions and Organizational Performance

2.1 Labour Force Planning, Recruitment and Placement and Effects on Organizational Performance

HRM regards human as the most important investable resource (Giiler, 2007). Effects of Human
capital and HRM policies on performance (Schultz, 1971; Duncan and Hoffman, 1981; Rumberger,
1987; Snell and Dean, 1992) and through the researches a direct relationship between effective labour
force planning and organizational performance have been confirmed (Terpstra and Rozell, 1993; Cho,
2004).

HRM is carrying out and coordinating the activities that will instrumentally and productively set
the human resources in motion to achieve the organizational goals (Aldemir et.al, 2001). HRM consists
of the activities that include finding new human resources, keeping developing the present human
resource to actualise the goals of the organization (Simsek and Oge, 2007). By the aim of creating a
competitive advantage it is a discipline that includes providing necessary human resource, forming
policies about employing and improving them, planning, organising, leading and reviewing activities
(Yiiksel, 2003). Planning activities reveals how qualified and how many personnel the organization
needs but the main concern is where these people will be found (Yiiksel, 2000). It provides opportunity
for counting and correcting surplus or lack of manpower unless being a cost element, getting the
labour force to use the talents and skills at high level, easing diagnosis and solution of the problems
about personnel, helping the senior work plans to be improved and evaluating other HRM activities
and policies (Oztiirk, 2009). Personnel requirement for vacant positions can be met by internal and
external sources (Deringdl, 2010). As well as the objective principles oriented selection process
establishes trust to the organization, provides more productive working opportunity picking the best
out of the candidates (Yurdatapan, 2011). HRM is the whole of activities revealed for constituting,
improving and sustaining the labour force in the organization effectively (Daft, 1993).

The pro-forma that aims using possessed human resources wisely, determining present and
future human power resource in terms of quantity and quality is called human resources planning
(Kiziloglu, 2012). HRM has to observe measure and evaluate the existing differences among the
employees considering objective criterions (Sabuncuoglu, 2000). HRM deals employees’ relations
in an administrative structure, improves employee policies in comformity with the organizational
culture, focused on human and from this aspect has a boundary function in management of organization
(Findike¢1, 2000). There are great numbers of studies support the idea that labour force planning
decreases employee turnover rate (Huselid, 1995). Also, there are studies that support the view of
labour force planning causes sales increase (Ahmad and Schroeder; Cho, 2004; Guest, 1997; 2003;
Truss, 2001).

2.2 In-Service Training and Effects on Organizational Performance

By training, value system and beliefs are influenced, perspective on life is determined. It develops
employee behaviours, broadens people’s horizon and quality can only be obtained with training
(Gedik, 2008). At which subjects the employees have to be trained and developed for their present
jobs and forward future career will reveal (Diindar, 2002). Even though the best-directed selection has
been made for human resource selection, to be educated is mandatory for employees to step with the
changes and to proceed for senior career. Otherwise the organizations cannot be expected to achieve
goals and objectives (Simsek, 2007).

Increasing in training programs has been observed to make a significant contribute organizations
which have low productivity for achieving the goals (Bartel, 1994).
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Training and development in the organization; is expressed to include adopting the organization
values and goals to new employees, determining and applying training programs essential for
improving abilities and performances and the implementations that create continous learning culture
for employees of the organization (Schuler, 1998). According to (Russell et.al, 1985); a strong relation
between trained employees and performances has been determined (Cunha et.al, 2003). Developmental
training experiences have a positive relation with perceived organizational support (Eisenberger et.al,
1997). Training is an opportunity for learning. HRM helps increasing employees’ knowledge, talents
and abilities with training in its implementations, affects organizational performance positively (Schuler
and Jackson, 1995) and also there are some studies toward training activities decrease turnover rate
(Guest et.al, 1997). When employees feel that they are considered important, they are provided to trust
variation liabilities will be actualised by the organization (Wayne et.al, 1997). Training shows result to
the degree that it instigates people for learning and reveals expected behaviours (Baltas, 2009).

Training and development activities provided in organizations have to be applied not only
particular periods but also along working life (Dering6l, 2010). Continuous changes in social and
technologic areas force both organizations and employees for innovation in short training to step with
changes (Uyargil et.al, 2010). Employees have to spend their work life in a training process to allow
themselves adopt the continuous technological changes or to be able to carry out the added training
conditions (Simsek, 2007). It has contributions like cooperation and solidarity, improvement in sense
of morale and self-confidence promotion opportunities and production improves as long as training
develops, wage level rises related to output growth (Sabuncuoglu, 2011). Training is determined to be
the most important variable for reducing turnover rate, providing continuity of employment (Werner,
2000; Ttziin, 2013).

2.3 Performance Assessing and Effects on Organizational Performance

Performance assessing, one of the important functions of HRM, is analysing the results performed
by employees in accordance with the objectives and using them in various areas (wage setting,
promotion etc.), (Akdemir, 2009). Unapproachable but practicable objectives improve employee
productivity in performance assessment process considerably (Cho, 2004) and effects of performance
assessments on employee productivity and sales have been proved (Huselid, 1995).

Effectiveness and productivity of organization increase by performance assessment, quality
of service and production improves. Moreover, employee development potential is determined
concordantly, communications and relations with employees become more positive thus performances
of personnel increase, strong and weak sides of employees are determined easier. Accordingly, roles
and responsibilities of the employees in the organization can be understood better, through the
obtained feedback related to performance job satisfaction and self-confidence can improve easily.
(Canman, 1993, Argon et.al, 2004; Uyargil, 2009; Barutgugil, 2004). Associating the effectiveness
and individual performance during this process it has been concluded that methods applied and fair
evaluation increase job performance of employees (Poon, 2004).

Performance assessment evaluates not the work but the employee in a general diagnosis is a
planned tool that evaluates personnel’s work performance, details and integrates attitudes and
behaviours, moral conditions and characteristics and contributions of personnel to organizational
success (Yurdatapan, 2011). To prevent mistakes for related HRM decisions, to determine the mistakes
at job design, to help HR department, to provide proper and confidential information for HRM, to
report feedback about organizational performance are some of the assessment tolls we can assume
(Ozgen et.al, 2005). Organizationally expected objective is maximizing productivity and performance
(Kiz1loglu, 2012). HRM has two basic objectives like increase of productivity and raising the quality
of work life (Bayraktaroglu, 2008). It is observed that the policies and politic factors cause leaving
job physically and mentally and increase the intention of leaving job (Cropanzano et.al, 1997; Kacmar
et.al, 1999; Tiziin, 2013).

2.4 Charging, Awarding and Effects on Organizational Performance

While wages are being determined, being related to success levels, providing equal pay for equal
work, assessment of market conditions, providing charging system to be convenient with business
activity of the organization and job structure have to be considered (Oztiirk, 2009). Although
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developing a wage and payment plan is human resources manager’s duty, other administrators also
have responsibilities like observing the employees’ performance and reporting it in performance
assessment, suggesting the endorsed charging arrangements or choosing the available one among
suggested ones (Akdeniz, 2010).

Administrators consider the reward system as a critical and important tool of motivation in terms
of future performance increases for improving behaviours, performance and effectiveness of the
employees in the organization. Rewarding implementations are proved to decrease the turnover rate
and increase the labour force and sales (Cho, 2004).

According to the results, it has been revealed that it is important to convey the criteria that can
be evaluated as organizational performance indicators, which are dependent variables, and the HRM
practices that will affect them. Looking at the relationship between HRM practices in the organization
and the intention to quit, it has been concluded that there is an inverse relationship between the
effectiveness of the workforce selection and placement function and the employee’s intention to quit,
especially attractive remuneration and training practices reduce the intention to quit.

Strategic HRM has been observed to positively affect organizational performance, as HRM
practices affect extremely important organizational outputs for organizational performance such as
financial performance, labor turnover and productivity. According to this effect; It has been concluded
that the increase in In-Service Training programs contributes significantly to the achievement of
organizational goals and increasing labor productivity in organizations with low productivity, in order
to reduce the labor turnover rate of organizations in order to increase the productivity of HRM and to
increase the quality of business life, and to ensure the continuity of employee employment.
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MYCTA®A TAHJOT'AH,'
DBA, noxkrop.

Tasty IlIbiFpic yHUBEpPCHUTETI,
Huxkocust / TRNC!

KOHAK Xﬁ BU3HECIHAE AJAMM PECYPCTAPIbI
MNAUJAJTAHY THIMALIITTH APTTBIPY

Anjgarna

By 3epTreynmiH MakcaTel — KOCIOPBIHAAp SHTI3TeH aZaMU pecypcTapAbl Oackapy MIapaixapblH iCKe achkIpy
YUBIMHBIH THIMIITITIHE oCep eTeTiHiH 3epTTey. AaMu pecypcrapasl 6ackapy — Oys1 YHBIMHBIH KYMBIC THIMILTITiHE
KOJ >KeT1<i3y)1eri JKOHE OHBI apTTHIPY/AFbl HET13T1 KypaJibl OOJBIN TaObLIATHIH aJ[aMU pecypcTapiipl i37eyniy crpare-
TMSUIBIK TOciii. By 3eprrey ajam pecypcrapblH Oackapy MeH VHBIMHBIH JKYMBIC KYILIIH JKocrapiay, KaJapiapabl
JKalljiay JKOHE OpHAIIACTHIPY, OHJIPICTEH KO Y30eH OKBITYAbIH THIMAUIIrIH Oaranay, KapXKbUIBIK €CenTeyiep jKoHe
Mapanartay CHSKTBl aJaMi pecypcTapibl 6ackapy (QyHKIHsIIapblHa OalIaHBICTBI aJaMd pecypcrapisl Oackapy
apachIHIArel OAMIaHBICTHI TaAAnbl. ATaMU pecypcTapasl 0ackapy — OWI KaKeTTi afaMu pecypcTapIbl Tady YIIiH
YHBIMHBIH MaKcaTTapbl MEH MiHJETTepiHe ColiKec aHBIKTAJFaH KocIapiap/sl, Oaraapiamanap MEeH CTpaTerusuIapabl
iCKe achIpy. AaMu pecypcrapiabl 0ackapy MEH YIHbIM apachIHIAarbl YHICCIMIUTIKTIH JKOFaphl JCHICHI YIBIMHBIH
TUIMJIUIITIH apTThIpyFa Keniiuik Oepeni. Anamu pecypcerap/bl 6ackapy ajaMu (GakTop MEH aknapar Ke3iH yiecripe
OTBIPBII, YHBIMHBIH TaOBICBIHA BIKITAJ €Tel. AJlaMK pecypcTap/ibl 0ackapy TETIKTepiH THIM/I €HTi3y Jie 0oceKenecTiK
apTHIKIIBUIBIKTEI KaMTaMackl3 ere/i. Makanana agaMu pecypcTapibl CTPaTerHsUIbIK, KaKChl JKOCHapiaHFaH Oac-
Kapy YUBIMHBIH THIMIUTITIHE OH dCep eTeTIHIITi KOpCEeTUIreH, OUTKeHI aJaMHi PecypcTapabl 0ackapy Kap>KbLUIBIK
KOPCeTKIITep, KaapiaapablH AyBICYbI HKOHE eHOeK OHIMILTITT CHIKTHI YUBIMHBIH THIM/ KYMBICBIHBIH ©T¢ MaHBI3/IbI
YHBIMIACTHIPY IIBLITBIK HOTWKeJiepiHe ocep ereni. Makanaia COHbIMEH Kartap OUTIKTUIIKTI apTThIpy barnaprama-
JIapBIHBIH OHAIPICTEH KOJ Y36en apTybl YHBIMAACTIPYIIBUTHIK MAKCATTAPFA KOJI JKETKIZyre jKoHe eHOEK OHIMIUIIT
TOMeH yibIMaap/a eH0eK OHIMIUIINH apTThIpyFa aliTapIIbIKTal BIKIAJ eTel.

Tipek ce3mep: amamu pecypcrap, THIMIUTIKTI Oaraay, CTpaTermsiIbIK 0acKapy, KYMBIC KyIIi, O9CEKeIecTiK
APTHIKIIBIIBIK, eHOCK OHIMILTIT, OITIKTUTIKTI apTTHIPY.

MYCTA®A TAHJIOTAH,!

JIOKTOP J€JI0BOTO aIMUHUCTPUPOBAHHS,
BIIMKHEBOCTOUHBIN YHUBEPCUTET,
Huxkocus / TRNC!

HOBBIINEHUE 3®®EKTUBHOCTHU UCIIO/JIb30OBAHUA
YEJOBEYECKUX PECYPCOB B TOCTUHUYHOM BU3HECE

AHHOTALUA
Ienp JaHHOTO MCCICIOBAHKMS COCTOUT B TOM, YTOOBI W3YUHTh, BIMSACT JIH PEAM3AINs MEpP O YIIPABICHHUIO
YEIIOBEUCCKUMH PECYPCaMH, BHEAPSIEMbIX MPEANPHUITHIME, Ha 3)(MEKTHBHOCTD pabOThI OpraHu3aIii. YIIpaBIcHHE
YEJ0BEYECKUMH PECYPCAMH — 9TO CTPATETHUECKUM TOIXO/ K TIOUCKY YETOBEYECKUX PECYPCOB, KOTOPBIE SIBJISIFOTCSI
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KJIFOYEBBIM MHCTPYMEHTOM OpPTaHM3allMK B JIOCTHKCHUH U TOBBIIIEHUU d(dekTHBHOCTH ee paboThl. B nanHOM Hc-
CJIeI0OBaHMH OblIa MPOAHATN3UPOBAHA B3aNMOCBS3b MEKTY YIIPAaBICHUEM YEIOBEUECKUMH pecypcaMu U 3 PeKTHB-
HOCTBIO JICATEIBHOCTH OPTraHU3aliK B CBSI3H ¢ QYHKUMSAMHU YIPaBICHHUS YEJIOBEUCCKHUMH PECypCaMH, TAKUMH, KaKk
IJTaHWpOBaHUE paboueil cuibl, HabOp W paccTaHOBKA KaIpoB, OIEHKA Y(PPEKTHBHOCTH 0OydeHHsS Oe3 OTphIBa OT
IPOU3BOJCTBA, (PMHAHCOBBIC HAYNCIICHH U HArP)KACHHS. YIIPABICHHE YETIOBEYECKHMH PecypcaMu — 3TO pealsa-
1y IJI1aHoB, IMporpamMm 1 CTpaTel"Hﬁ, BBISIBJICHHBIX B COOTBETCTBUU C LEJIAMU U 3a/la4aM OpraHu3alun 1J1d IMOrCKa
HEOOXO/IMMBIX YEJIOBEUECKUX PecypcoB. BBICOKHI ypOBEHb COIIACOBAHHOCTU MEX[Y YIPaBICHUEM YEIOBEYECKHU-
MU pecypcaMu 1 OpraHu3annei rapaHTHpyeT MOBbIIICHUE oKa3areleil 3 (eKTHBHOCTH OpraHu3aliy. YIpaBlIeHHEe
YEJIOBEUYCCKHMH PECypcaMi CIOCOOCTBYET YCIIeXy OpTraHM3alliH, coYeTas YeJIOBEYSCKUH (hakTop M MCTOYHHMK HMH-
tdhopmanmu. DPPexTnBHOEC BHEIPCHNE MEXaHU3MOB YIIPABICHHS YEIIOBEUCCKIMHU PECypcaMy TakkKe 00ecIieunBacT
KOHKYpPEHTHOE IMPEHMYILECTBO. B cTaThe mMoKazaHO, YTO CTPaTeTHYECKOe, XOPOIIO CIUIAHMPOBAHHOE YIPABICHUE
YeJOBEYSCKUMH pecypcaMi MOJIOKHUTENIFHO BiIUseT Ha d((GEKTUBHOCTh pabOThl OpraHU3aliu, MOCKOJIbKY YIpaB-
JICHUE YeJOBEYECKHMH pEecypcaMi BIHMSET Ha YpE3BbIYaliHO Ba)KHbIE OpraHM3allMOHHBIC pe3ynabrarhl d(dexTs-
HOH paboTHI OpraHU3alny, Takue, Kak (PHHaHCOBBIE MOKA3aTEeNHN, TEKy4eCTh KaIpOB U IPOU3BOAUTEILHOCTD TPYAA.
B crarbe Takke MOAYEPKHUBACTCS, YTO YBEIMYCHHE MMPOrpaMM IOBBIICHUS KBAIM(UKaIuKH Oe3 OTpbIBa OT MPOU3-
BOJICTBA B 3HAYUTENBHOM CTEIICHU CIIOCOOCTBYET JHOCTHIKEHHIO OPTaHU3aLMOHHBIX LeJel U TOBBILICHHIO IIPOU3BO-
JUTEIBHOCTH TPYAa B OPraHU3ALMAX C HU3KOH IPOU3BOANUTENBHOCTBIO TPYIA.

KitroueBbie clioBa: YeIOBEUCCKUE PECYPChI, OLCHKA A((EKTHBHOCTH, CTPATEIHYCCKOE yIpaBJICHUE, pabouas
CHJIa, KOHKYPEHTHOE TIPEUMYIIECTBO, IPOM3BOAUTEIEHOCTE TPY/a, TIOBBIIICHHE KBATH(DUKAIIH.
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