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ABSTRACT 

 

A qualitative and quantitative research and analysis are done in examining the application of 

Human Resource Management in the new organizational and industrial global economy. 

Crucial analysis involved and models related in this study are Human Resources Management 

(HRM), Knowledge Management (KM), Intellectual Capital(IC) and integration of these 

concepts. In this research the analysis and model or the framework pertaining the role of 

human resources management, Knowledge Management, Intellectual Capital and Human 

Capital with respect to organization and industrial global economy is done. The initiative 

objective related to human resource evaluation of some of the activities of Human Resource 

Management is evaluated and those are, finding out  human resources requirement,  human 

resources forecasting, Recruitment and Selection, Integration, Training, Communicating, 

Assessment, Career Development, Promotion, Relationships with special stakeholders, 

Motivating, Labor and Social Protection, organizational culture modeling and the efficiency of 

using human  resources which leads to basement of analysis of Human Resource Management 

and checking of organizational and economical performance.  

 

Another concern in this study involves the development and analysis of the role of Human 

Resource Management in new economy by focusing on the integration of the Intellectual 

Capital, Human Capital and Knowledge Management in the strategies of the organizational 

and industrial global economy.  

 

Qualitative and quantitative analysis are the key drivers of the new economy and these are 

identified and analyzed. Organizational performance is also analyzed. Hypotheses are defined, 

analyzed and checked for each activities of HRM, organizational performance and knowledge 

management.   Methodology, design, evaluation and the frame work of HRM is done in this 

research work.  

 

Regression is carried out .The Likerts five point scale is used for each and every activity 

technique, for the assessment of HRM and for the economical development of organization 

with respect to human capital and knowledge management. Regression analysis is carried for 

each activity. The survey response obtained for Human resource evaluation for  all HRM 
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activities are in favor of Likert Five Point (scale strongly agree =5) The % Strongly agree for 

all HRE with respect to HRM are in between 70% to 90%. Which is best and acceptable.  

 

Secondly the Reliability Statistics analysis for all HRM activities mentioned is carried and the 

results obtained for the same are shown.  For all activities the results obtained are such as 

Cronbach's Alpha = 0 .756, Cronbach's Alpha Based on Standardized Items = 0 .748, N of 

Items = N. As we see the values in Item-Total Statistics chart, Cronbach’s Alpha for if each 

item is deleted from total n items,   the average Cronbach's Alpha of the remaining items does 

not have large variation.  Cronbach's Alpha is near to 0 .756and 0 .748 which is good and 

acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-Item 

Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary Item 

Statistics, Item-Total Statistics and Scale Statistics. All the items which are considered for 

regression analysis are good correlated. Only few  are excluded, all items are accepted . 

 

Organizational performance excellence is checked. Organizational performance excellence can 

be checked by two indicator   Efficiency and Effectiveness. Effectiveness performance 

indications measures company’s progress towards goals achievement, mission fulfillment and 

overall performance of organization. Efficiency is another performance indicator which 

measure organization  relations pertaining to input, output, and successful conversion of input 

to out put. Reliability Statistics for one of the activity i, e organizational performance, the 

results obtained are Cronbach’s Alpha =0.533, Cronbach's Alpha Based on Standardized Items 

= 0 .431, N of Items = 33. As we see the values in  Item-Total Statistics chart,  Cronbach's 

Alpha for if  each item is Deleted  from total 33 items,  the average Cronbach's Alpha of the 

remaining 33 items does not have large variation.  Cronbach's Alpha is near to 0.533 and 0 

.431 which is good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 

1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), 

Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 33 items which are 

considered for regression analysis are good correlated. Some of the items are excluded.  
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Chapter 1 

Introduction 

 

 1.1 Introduction 

In these chapter concepts, definition, descriptions of research, models qualitative analysis 

related to Human Resources Management (HRM), Knowledge Management (KM) and 

Intellectual Capital(IC) are described and analyzed. Characteristic of Human capital are also 

explained. The impact of human capital on individual, organization, and society are also 

elaborated as per researched carried by various experts. Different types of human capital are 

also analyzed.   

 

1.2   Study and qualitative analysis  

 

A qualitative research and analysis are done in examining the implementation of the 

changing economy of Human Resource Management in the new organizational and industrial 

economy. Important concepts involved and models related in this study are Human 

Resources Management (HRM), Knowledge Management (KM) and Intellectual Capital(IC). 

The study provides the model or the framework for the role of human resources management, 

Knowledge Management, Intellectual Capital and Human Capital with respect to 

organization and industrial global economy. The initial objective is to determine human 

resource evaluation of some of the activities of Human Resource Management those are, 

Determining, Forecasting , Recruiting and Selecting, Integrating employees, Training human 

resources, Communicating, Human Resource Assessment, Career Development, Human 

Resource promotion, Relationships with special stakeholders, Motivating, Labor and Social 

Protection, Modeling the organizational culture and the efficiency of using human resources 

which leads to basement of analysis of Human Resource Management and checking of 

organizational and economical performance.  Another initiative concerns in the present study 

involves the development of the role of Human Resource Management in new economy by 

focusing on the integration of the Intellectual Capital, Human Capital and Knowledge 
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Management in the strategies of the organization, analysis the field of Knowledge 

Management and Intellectual Capital in the new organizational and industrial global  

 

economy. Qualitative and quantitative analysis of the key drivers of the new economy are 

identified and analyzed. 

 

Kodjo Ezane Joseph et.al [1], research tells about   today’s economy matches with universal 

needs of customer’s products and services are geared and driven throughout the world. Older 

economy is concerned with; financial aspects and knowledge; and HR matters, present status 

shows sharing of knowledge ideas. Today’s global economy of different countries is 

increasingly interdependent which led to appreciation of dynamics of trade in goods and 

services and flows of capital, digital and business opportunities.  

 

Knowledge Management (KM) gives importance on ‘doing the right thing’ instead of 

‘doing things right’. And as per Kodjo  Ezane Joseph et.al has stated in today’s economy, 

In organization, human resource  is an essential resource need to be respected with respect to 

vision, mission, values organization training personal development etc  which assist in new 

organization economy. 

 

1.3   Important Concept’s descriptions of research     

Here definitions, descriptions, analysis of various experts are shown here. 

 

1.4 Human Capital 

 

Lucas [2] and Romer [3] has emphasize Human Capital’s investment is an important factor 

economical growth contributer. Individual’s action generates persistent growth and it works 

as engine for attracting other factors such as physical investment contributing to measure per 

capita income growth. 

 

Kwon and Dae-Bong [4] has noted with respect to economic perspective, the human is 

directly related to company’s production, consumption, and transaction.  
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Schultz [5] has stated that national modern economy is related to human capital. 

 

Uzawa [6] and Rosen [7] have stressed the Human Capital plays important role in 

company’s economic growth. Nelson and Phelps [8] state that the function of nation’s 

domestic Human Capital stock tells the implementation and adaptation of new technology 

from abroad.  

 

As per Romer [9] Human Capital as “a fundamental source of economic productivity”.  

 

Frank and Bemanke [10] 2007 defines Human Capital is ‘combination of entities i,e 

education, experience, training, trustworthiness, and initiative that  initiate the value quality 

of worker’s product’.  

 

 As per Sheffin [11], considering the production-oriented perspective, the Human Capital is 

“the stock of skills and knowledge embodied in the ability to perform labor so as to produce 

economic value”.  
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Chapter 2 

 

Literature Survey 

 

2.1   Literature survey pertaining to research objectives 

 

This chapter discusses the concepts, definition and discussion about human resources 

management internal practices, various models of HRM and its effect on organizational 

performance HC, KM and IC in the economical development.   

 

2.2 Human Resource Management (HRM) 

 

As per J. R. Schemerhorn [12] Human Resource Management tells maintaining pool of 

talent, workforce, training them to achieve vision mission and objective. 

 

2.2.1 Factors affecting HRM Practices  

 

Kane and Palmer [13] stated that external factors cannot be controlled in short manner. 

These factors include the following: 

 

2.2.2 External Factors 

 

Economic Changes: As per  Satow, T. and Wang, Z.M., [14] it was found that as a result, 

the international HR practices has attained importance in global economy advancement. It 

has changed from tradional to globalization and international concept.  

 

Technological Changes: As per DeFillippi [15] technology has a greater effect on HRM 

due to interaction between Technology and HR.  

 

Verkinderen and Altman [16] interrogated that technology affects multinational 

organization geographically dispersed workforce. 
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Globalization: As per Pankaj Tiwari [17], as a result of globalization, the HRM has 

become versatile and globally crossing continent and countries. 

  

 Tayeb [18]  The multinational HRM practices should adapt the local cultural, economy 

policies, procedure in ones own organization. 

 

2.2.3 Internal Factors 

 

As per Milkovich and Boudreau [19] according to researchers have found out numerous 

HRM related policies. Those are :  

 

Organizations Size: According to McPherson [20] evidence suggests that  there is no 

effect of small firm’s policies on formal HR practices in large organizations, As per  Jackson 

et. al., [21]; Kaynak et. al. [22] For different HR department there is a need of functional 

level. 

 

Top Management: There is a influence of HR practices and it is accepted by most writers,  

Ondrack, Nininger [23]; Kane, Palmer [13] in designing and implementing HR policies. 

 

Line Management: The organizational works smoother with line managers who are 

responsible for integrating HR polices in work place. Okpara and Wynn [24]; Alas et al. [25] 

 

2.3 Knowledge Management (KM) 

 

  According to Hameed, [26] KM is described as a systematic process of finding, selecting, 

organizing, distilling and presenting information to improve employee’s comprehension in a 

specific interested field. This helps in acquiring, storing and utilizing knowledge for problem 

solving, dynamic learning, strategic planning and decision making. 
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2.4 Intellectual Capital 

 

Intellectual Capital includes much more than patents, copyrights and other forms of 

intellectual property. It is the summation of a company’s knowledge, experience, 

relationships, processes, discoveries, innovations, market presence and community influence 

Miller, William [27]. 

 

2.5 Models of Human Resources Management 

 

Various Models of HRM have been developed by Researchers. Some of them are follows: 

 

2.5.1 Harvard Model 

 

 As per Beer et.al. [28] It is a strategic map to guidance, relations, concentration, employee 

commitment, congruent, competent and cost effective and the human or soft aspect of HRM. 

 

2.5.2 Michigan Model 

 

As per Devanna et. al [29] the Michigan model focuses on hard HRM.  This model shows 

should be monitored as other resources .Organizational performance is based on selection, 

appraisal, development and rewards. 

 

2.5. 3 Guest Model 

 

Guest [30] model tells that superior individual and organizational performance is obtained 

by a set of integrated HRM practices. It focus on selection, training, appraisal etc 
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2.6 HRM Practices and other Variables 

 

HRM practice affects other variables in the organization. They are 

 

2.6.1 HRM Practices and Organizational Performance 

 

Joseph and Dai [31] numerous relations are there in HRM practices and performance which 

are the firm performance. 

 

2.6.2 HRM Practices and Employees Productivity 

 

Huselid [32]   and Delery and Dotty [33] showed that HRM activities provides training 

,selection etc which impacts market.  

 

 Soomro et.al. [34] has found that HRM practices (training, selection, career planning, 

employee participation, job definition, compensation, performance appraisal) has direct 

impact on employee performance.  

 

2.6.3 HRM Practices & HRD Climate 

 

 Hassan et.al. [35] has found that there is relation between HRM practices and HRD climate 

in the organization.  ISO certified companies has higher impact on organization performance  

as compared to non certified .Career planning, performance guidance and development, role 

efficiency and reward and recognition system leads to Quality orientation. 

 

[37], Nunnally and Bernstein (1994), McIver and Carmines (1981), and Spector (1992) 

discuss the reasons for using multi-item measures instead of a single item for measuring 

psychological attributes. They identify the following: First, individual items have 

considerable random measurement error, i.e. are unreliable. Nunnally and Bernstein (1994) 

state, “Measurement error averages out when individual scores are summed to obtain a total 

score” (p. 67). Second, an individual item can only distinguish people into relatively small 

groups. Fine degrees of an attribute cannot discriminate individual item. For example, with a 
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dichotomously scored item one can only distinguish between two levels of the attribute, i.e. 

they lack precision. Third, individual items lack scope. McIver and Carmines (1981) say, “It 

is very unlikely that a single item can fully represent a complex theoretical concept or any 

specific attribute for that matter” (p. 15). They go on to say, The most fundamental problem 

with single item measures is not merely that they tend to be less valid, less accurate, and less 

reliable than their multi item equivalents. [38] Blalock (1970) has observed, “With a single 

measure of each variable, it is unaware of the possibility of measurement [error], but it is 

difficult to me sensible matter” (p. 111). [39] For organizational performance two entities are 

effectiveness and efficiency (Bounds at all, 2005; Robbins, 2000). For managers, suppliers 

and investors these two terms might look synonymous, yet, [40] according to Mouzas (2006), 

each of these terms have their own distinct meaning. Most organizations check their 

performance in terms of effectiveness. Their main focus is to achieve their mission, goals and 

vision. At the same time, there is plethora of organizations, which value their performance in 

terms of their efficiency, which relates to the optimal use of resources to achieve the desired 

output (Chavan, 2009) [41].  [42]The question is, It is very difficulty to differentiate 

efficiency and effectiveness. 

 

[43] According to 2013 -2014 Baltridge Performance Excellence Program1, Operational 

excellence is achieved by organizational performance assessment.  [44] A multidimensional 

process of organizational performance is like achieving high excellence. [45]According to 

American Management Association Global Study of Current Trends and Future 

Possibilities 2007-20171, high performance organization strategies is based on philosophy 

and believes. [46] To develop new products customer information is the main factor. 

Khademfar and Amiri (2013) suggest a model of high performance organization, which 

maintains five major approaches: Strategic, Customer, Leadership, Processes and Structure 

and, Values and Beliefs. Strategic leads to higher plane of maturity. Customer approach 

strives for client loyalty. The fourth block is associated with organization’s processes and 

structure. The last component of the model is Value and Believes which translates into 

organizations ability to implement the strategy. All are dependent with each other. 

 

[47] Effectiveness vs. efficiency Valuation of the organization has different understanding, 

Mouzas (2006) emphasized that organization performance can be assessed by two indicators 

they are efficiency and the effectiveness. It shows that efficiency   and effectiveness have 
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different data. [48] Effectiveness concerned companies are related with output, sales, quality, 

creation of value added, innovation, cost reduction.  Business achievement goals and output 

are related to economic and social environment. Usually effectiveness determines the policy 

objectives of the organization or the degree to which an organization realizes its own goals 

(Zhen, 2010). [49] Meyer and Herscovitch (2001) analyzed organizational commitment is 

concerned to organizational effectiveness. [50] Shiva and Suar (2010) agree The employees 

attitude , company performance and human capital are directing related to effectivess and 

efficiency. [51] According to Heilman and Kennedy – Philips (2011) said that companies’ 

performance and goal achievement are related to effectiveness. [52] Back in 1988, Seiichi 

Nakajima has introduced the concept of Total Productive Maintenance, which is 

implemented in the plants and covered the entire life of the equipment in every department 

including planning, manufacturing, and maintenance (Fu-Kwun Wang, 2006; Muthiah and 

Huang, 2006). The detailed description is as follows  

1. Total effectiveness (productivity, quality delivery, safety, social responsibility and 

morals);  

2. Total maintenance system (maintenance prevention system, maintainability improvement);  

3. Total employees participation  (the increase of the effectiveness of the plant depends on 

the involvement of the staff, regardless of the department they belong to).  

 

[53] According to Porter (1996), Total Productive Maintenance system can be used as tool 

rather then strategy. [54] Efficiency measures relationship between inputs and outputs or 

successfully transformation of output into input (Low, 2000). To maximize the output 

Porter’s Total Productive Maintenance system suggests the elimination of six losses, which 

are: (1) reduced yield – from start up to stable production; (2) process defects; (3) reduced 

speed; (4) idling and minor stoppages; (5) set-up and adjustment; and (6) equipment failure. 

The fewer the inputs used to generate outputs, the greater the efficiency. [55] According to 

Pinprayong and Siengthai (2012) there is a difference between business efficiency and 

organizational efficiency. Business efficiency reveals the performance of input and output 

ratio, while organizational efficiency reflects the improvement of internal processes of the 

organization. [56] The Pinprayong and Siengthai (2012) introduced seven dimensions, for 

the measurement of organizational efficiency:  

 

 Organizational strategy;  
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 Corporate structure design;  

 Management and business system building;  

 Development of corporate and employee styles;  

 Staff commitment motivation;  

 Employee’s skills development;  

 Subordinate goals.  

 

Effectiveness and efficiency are very important aspect and it is essential to obtain success 

factor of both Effectiveness and efficiency. Pinprayong and Siengthai (2012) suggest that 

ROA is a suitable measure of overall company performance, since it tells about the revenue 

generation of organization asset. Organizational performance = effectiveness x efficiency; 

Total asset turnover ratio measures the ability of a company to use its assets to efficiently 

generate sales; therefore it can be treated as efficiency. Profit margin ratio is an indicator of a 

company's pricing strategies and how well it controls the costs, also it is a good measure for 

benchmarking purposes; therefore it could be treated as effectiveness. Quantification of the 

efficiency and the effectiveness tells the overall performance. [57] Allocation of resource 

across alternative ways of organization is nothing but efficiency. (Kumar and Gulati, 2010. 

It says that efficiency is not only the excellent performance in the market,  

 

Relationship of HRM with industrial, organizational and Global economy 

 

Maintaining all types of human resources to contribute to excellent performance researchers 

showed  that in the context of  globalization  human resources are important to achieve 

successful industrial, and global economical performance [59]  

 

It is said that every organization have to build up their human resource with respect to the 

view of global market and competitiveness and develop flexible workforce for the forth 

coming new global market economy [60] 

 

[61] In the view point of Decenzo and Robins (2001) and Gary Dessler (2000) the most 

important challenges of HRM, are technology, E commerce, and work force diversity, and 

globalization, ethical consideration of the organization which may directly or indirectly affect 
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the organization competitive advantages, especially with technological advancement the 

affect on recruitment, training and development and job performance with great extent can be 

study in organization. Over all clubbing of mentioned points it directs challenge faced by 

HRM to the word globalization. Globalization means the present flow of goods, services, 

capital, ideas, information and people between different countries and within the countries. In 

this modern business world, markets have become competitive world to capture maxi mum 

market share. So Globalization is a big challenge. This is obtained by effective human 

resource management model in the global economy. So keeping all these points in mind all 

HR managers and management should retain and sustain their Human resources which makes 

organization successful in the field of globalization and global economy. 

 

2.7 Gap Analysis of Literature Survey 

 

1. In most of the literature theoretical analysis is being done and the key factors like human 

resource, human capital, and various activities which enhance the human resource efficiency 

knowledge management, organizational performance, are being identified. But statistical 

analyses of identified factors which are the key contributors of organizational economy are to 

be further analyzed. The identified gap is analyzed in this research work.   

   

2. Various techniques, models, activities are defined for human resources management 

acceptance but survey, and statistical analysis are to be further analyzed. The identified gap is 

analyzed in this research work.   

 

3. Based on the various activities, methods, techniques and procedures Human resource 

activities and management need to be analyzed in order to obtain Human resource 

Evaluation. The mentioned Tasks need to be implemented; survey has to be done in one or 

more organization or company in order to compare the existing practice and with the model 

which has to be defined in this research. The Model, activities methods and techniques and 

procedures of Human Resource Activities and Management are to be further analyzed. The 

identified gap is analyzed in this research work.   

. 
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2.8  Summary and Conclusions of Literature survey   

 

1. The importance   of this chapter is overview, analysis and roles of Human Resource 

Management, Human Capital, Intellectual Capital and Knowledge Management in 

new organizational, industrial global economy.  

2. The concept of Global Human Capital is nothing but the outsourcing the Human 

resource Globally, Employee Leasing and Hiring Human Resource Globally.  

3. Intellectual Capital, Human Capital and Knowledge Management are the fundamental 

source of the economic productivity.  

4. Intellectual Capital is the Combined Intangible asset which enables the company to 

function. It consists of three main component, Human resource, Intellectual property 

and intellectual assets. 

5. The Human Capital, Intellectual Capital and Knowledge Management are the vital 

factors which initiate economic activities such as production, consumption, and other 

factors of all organizational resources, objective and goals. 

6. External factors such as Economic Changes, Technological Changes, Globalization 

 affecting HR practices are the factors which cannot be controlled and changed in a 

favorable way in the short run. 
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Chapter 3.0                  

 

Objectives of the present Research 

 

1. The initial objective is to determine Human resource Evaluation of each and every 

activities of Human Resource Management which leads to basement of analysis. 

 

2. To   define the model and development of the role of Human Resource Management 

 in the  new  Organization and industrial global economy with the emphasis on    

Human resources, the required activities are as follows 

 Human resources requirements. 

 Forecasting. 

 Recruiting and selection  

 Integrating employees. 

 Training. 

 Communicating. 

 Assessment. 

 Career development. 

 Promotion. 

 Special stakeholders. 

 Motivation. 

 labor and social protection. 

 organizational culture. 

 Efficiency  

 

3. Define hypotheses for the attainment of the objectives of the research work. 

  4. The initiative concerns is to involve the development of the role of Human Resource 

Management in new economy by focusing on the integration of the Intellectual Capital, 

Human Capital and Knowledge Management in the strategies of the organization. 
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5. Analysis the field of Knowledge Management, Intellectual Capital and Human Resource 

Management in the better organizational and industrial global economy. 

6.  Qualitative and quantitative analysis of the key drivers of the organizational and industrial 

economy with respect to Human Resource Management has to be identified and analyzed. 

 

7. Organisational performance excellence has to be checked by two indicators Efficiency and 

Effectiveness. Effectiveness performance indications Measures Company’s progress towards 

goals achievement, mission fulfillment and overall performance of organization. Efficiency is 

another performance indicator which measure organization relations pertaining to input, 

output, and successful conversion of input to output. 

 

8. Models of human resource management, Organization performance, Knowledge 

management, Intellectual Capital in the organizational and industrial economy are to be 

defined.  

 

3.1   Human Resource assessment 

Theoretical and quantitative analysis is being done by Ovidiu Nicolescu. As per Ovidiu 

Nicolescu[36] Theoretical and methodological development of human resource are 

undergone extensively before few decades. The main dependent variables are as below. 

 Human resource training and resource analysis   happening from a long time. 

  Decision impact of human resource   act as a major factor on the performance of 

organization, what ever the size may be. 

  Knowledge revelation leads to economy enhancement which initiates all economic-

social activities of organization. 

In this present status the two revolution points are as below. 

a) It approaches Human Resource Management is based on the stakeholders theory, and 

is not limited to managers and subordinates relation.  

 

Below is the figure 3.1.1 which shows the various activities of assessment of Human 

resource 
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Fig 3.1.1 Various activities making up the Human Resource Field 

b)  It helps in selection methods and techniques of human resource activities.  

 

3.2 Attainment of the objectives by defining hypotheses   

 

In order to attain the objectives of the work defined, the attainment of the objectives are 

defined in terms of hypotheses as below 

 

3.2.1   HYPOTHESES 

In order to realize one of the objectives i.e. Human Resources Evaluation(HRE) of each and 

every activities of Human Resource Management(HRM) which leads to basement of analysis 

and checking of organizational and economical performance. The following hypotheses are 

to be formulated. 
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3.2.2 Hypothesis: 1 

H01: The significant relationship of adapting HRE technique on first activity of HRM is, 

Determining the requirements for human resources has to be checked. 

3.2.3 Hypothesis: 2 

H02: The significant relationship of adapting HRE technique on second activity of HRM is, 

Forecasting the requirements for human resources has to be checked. 

3.2.4 Hypothesis: 3 

H03: The significant relationship of adapting HRE technique on third activity of HRM is, 

Recruiting and selecting, has to be checked. 

3.2.5 Hypothesis: 4 

H04: The significant relationship of adapting HRE technique on   fourth activity of HRM is, 

Integrating employees has to be checked. 

3.2.6 Hypothesis: 5 

H05: The significant relationship of adapting HRE technique on   fifth activity of HRM is , 

Training human resources has to be checked. 

3.2.7 Hypothesis: 6 

H06: The significant relationship of adapting HRE technique on sixth activity of HRM is, 

Communicating with human resources has to be checked. 

3.2.8 Hypothesis: 7 

H07: The significant relationship of adapting HRE technique on seventh activity of HRM is, 

Human resource assessment has to be checked. 

3.2.9 Hypothesis: 8 

H08: The significant relationship of adapting HRE technique on eighth activity of HRM is, 

Career development, has to be checked. 

3.3 Hypothesis: 9 

H09: The significant relationship of adapting HRE technique on ninth activity of HRM is, 

Human resource promotion has to be checked. 

3.3.1 Hypothesis: 10 

H10: The significant relationship of adapting HRE technique on tenth activity of HRM is, 

Relationships with special stakeholders have to be checked. 
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3.3.2 Hypothesis: 11 

H11: The significant relationship of adapting HRE technique on eleventh activity of HRM is, 

Motivating human resources has to be checked. 

3.3.3 Hypothesis: 12 

H12: The significant relationship of adapting HRE technique on twelfth   activity of HRM is, 

Human resource labor and social protection has to be checked. 

3.3.4 Hypothesis: 13 

H13: The significant relationship of adapting HRE technique on thirteenth   activity of HRM 

is, Modeling the organizational culture has to be checked. 

3.3.5 Hypothesis: 14 

H14: The significant relationship of adapting HRE technique on fourteenth    activity of 

HRM is, The efficiency of using human resources has to be checked. 

3.3.6 Hypothesis: 15 

H15: Organizational performance excellence has to be checked 

 Organizational performance excellence can be checked by two indicator efficiency and 

Effectiveness 

Effectiveness performance indications measures Company’s progress towards goals 

achievement, mission fulfillment and overall performance of organization. Efficiency is 

another performance indicator which measure organization relations pertaining to input, 

output, and successful conversion of input to output. 

 

3.3.7 Hypothesis: 16 

H16: Knowledge management excellence has to be checked 

Knowledge management can contribute to organizational performance by 

 To enhance Organizational performance strategic priority and management 

commitment of Knowledge management has to be done. 

 Define and understand organizational knowledge to enhance its performance  

 Maintain the knowledge environments and management the knowledge, boasts the 

organizational performance 
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Chapter 4 

 

Derivation, testing and data analysis of Hypotheses 

 

 For achieving the above tasks Qualititative analysis of Human resource activities , 

management, various activities, methods, techniques and procedures need to be done .Based 

on the various considerations the various activities, methods, techniques and procedures 

Human resource activities and management need to be analyzed, in order to obtain Human 

resource Evaluation. The mentioned tasks need to be implemented; survey has to be done in 

one or more organization or industries in order to compare the existing practice and with the 

model which has to be defined in this research. The Model, activities methods and techniques 

and procedures of Human Resource Activities and Management need is defined below. 
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Table4.1.1Proposed Activity Methods, Techniques and Procedures 

SL.no. Activity Methods, Techniques and Procedures 

1 Determining 

the requirements 

for human 

resources 

Jobs analysis. 

▪ Workday tasks analysis. 

▪ Instantaneous observation. 

▪ Time recording. 

▪ Workday shooting. 

▪ Standard administrative times. 

▪ work standards. 

▪ The scenario. 

▪ Extrapolation. 

▪ The correlation coefficient. 

▪ Physical work productivity. 

▪ The “critical incidents” method. 

2 Forecasting 

the requirements 

for human 

resources 

▪ the dynamics of the size and structure of market offer for 

the company’s products. 

▪ The forecasts on company’s branch of activity. 

▪ The forecasts on the evolution of national economy. 

▪ company’s turnover dynamics. 

production dynamics. 

▪ Productivity dynamics. 

▪ trends analysis. 

▪ The regression method. 

▪ The Delphi method. 

▪ The business plan. 

The Gantt chart. 

▪ Staff fluctuation index. 

▪ The extrapolation of the current human resource number 

and structure. 

▪ The retirement index. 

▪ Investment value per workplace. 

▪ Investment value for the next period. 

3 Recruiting 

and selecting 

human resources 

Human resource selection model. 

▪ General knowledge tests. 

▪ Specific knowledge tests by field, positions etc. 

▪ skills tests (distributed attention, communication, negotiation 

Etc.) 
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▪ Qualities tests (intelligence, memory, reaction time, also.) 

▪ Personality tests. 

▪ Practical exam. 

▪ projects elaboration. 

▪ Case study. 

▪ Writing papers. 

▪ Interview. 

▪ Questionnaire. 

▪ Personnel file. 

▪ C.V. 

▪ studies diploma. 

▪ Recommendations from former managers. 

Sl no.  

Activity 

 

Methods, Techniques and Procedures 

4. Integrating 

employees 

▪ Individual labor contract. 

▪ Labor protection seminar. 

Orientation discussion between the department managers. 

and the new employee. 

▪ Description of the job assigned. 

▪ The organization and operation handbook of the organization. 

▪ The internal regulation of the company. 

▪ the manager presenting the new employee to the 

compartment colleagues. 

▪ Specific work instructions to the job. 

▪ Methodologies in the new employee’s field of activity. 

▪ celebrating the new employee’s special days (birthday, 

Name day etc.).  

5 Training human 

resources 

▪ Individual study. 

▪ Bachelor’s degree. 

▪ Master’s degree. 

▪ Doctor’s degree. 

▪ Vocational schools. 

▪ Workplace apprenticeship. 

▪ Panel. 

▪ Case study. 

▪ studying specialty papers. 

▪ Presentation. 

▪ demonstration 
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▪ Elaboration of specific projects. 

▪ specialized training. 

▪ Job rotation. 

▪ Research project. 

▪ Managerial simulation. 

▪ Managerial game. 

▪ The incidence method. 

▪ Information seminar. 

▪ referring to specialty sites. 

▪ Quality, skill and knowledge tests. 

▪ continue learning. 

▪ update training programme. 

▪ Prequalification programme. 

▪ Information and documentation visits in other companies. 

▪ participating to specialty conferences, congresses etc... 

▪ Delegation. 

▪ coaching. 

▪ mentoring. 

▪ senility training. 

▪ in “basket” method. 

6 Communicating 

with human 

resources 

▪ Information, coordination, decision, complex meeting etc. 

▪ E-mail. 

▪ “four eyes” discussion between manager-subordinate. 

▪ wrote notice. 

▪ wrote communication. 

▪ balanced scorecard. 

▪ set of instructions on certain activities. 

 

Sl no. Activity Methods, Techniques and Procedures 

7 Human resource 

assessment 

▪ 3600 assessment. 

▪ Assessment interview. 

▪ work productivity. 

▪ Management by objectives. 

▪ the diagnostic analysis. 

▪ Notation. 

▪ Overall assessment. 

▪ Functional evaluation. 
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▪ The (assessment) case method. 

▪ Self-assessment test. 

▪ Assessment test. 

▪ Graphic scale for classifying human qualities. 

▪ mixed standard scale of human qualities. 

▪ The essay method. 

▪ The critical incidents method. 

▪ The behaviors checklist method. 

▪ Human resource assessment centre. 

8 Career 

development 

▪ Job analysis. 

▪ Career plan. 

▪ mentoring. 

▪ tutoring. 

▪ coaching. 

9 Human resource 

promotion 

▪ granting gradations and stages within the same job. 

▪ Incumbency within a participative managerial body. 

▪ inclusion in a scientific, consulting body etc. dealing 

With major objectives and/or issues in the company. 

▪ Job description. 

▪ List of positions. 

10 Relationships 

with special 

stakeholders 

▪ Inviting stakeholders to visit the organization. 

▪ stakeholders inclusion in the company’s participative 

managerial body. 

▪ stakeholders’ participation to the celebration of major 

events in the organization. 

▪ continuously informing stakeholders on the special 

events within the organization. 

▪ sending cards, gifts etc. to stakeholders on the occasion 

of the main holidays, of certain special personal events for 

them etc. 

▪ offering financial incentives to stakeholders (bonuses, 

Commissions, premiums, discounts etc.) for major 

contributions in obtaining the economic performances of 

the organization. 

▪ Stakeholders’ sponsorship by the company. 

▪ important stakeholders’ participation to the company’s 

capital increases. 
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Sl.no. Activity Methods, Techniques and Procedures 

11 Motivating 

human resources 

▪ listen and answer technique. 

▪ Positive verbal feedback. 

▪ Negative verbal feedback. 

▪ Job extension. 

▪ Job enrichment. 

▪ Salary. 

▪ Hourly rate. 

▪ Bonus. 

▪ Gratification. 

▪ Profit sharing. 

12 Human resource 

labor and social 

protection 

▪ labor protection training. 

▪ Labor protection and safety standards. 

▪ Minimum salary. 

▪ Salary indexation. 

▪ Individual labor contract. 

▪ Unemployment compensation. 

▪ Collective labor contract. 

▪ dialog social meetings. 

▪ Trade union. 

▪ Enterprise committee. 

▪ Negotiation. 

▪ Conciliation. 

▪ Mediation. 

▪ Arbitration. 

▪ (warning, repeated, revolving, surprise, workplace 

Occupation etc.) strike. 

13 Modeling the 

organizational 

culture 

▪ Organizational culture audit. 

▪ Organizational transformation. 

▪ new stories. 

▪ New myths. 

▪ new rituals 

▪ New ceremonies. 

▪ Case study. 

▪ Employee role change. 

▪ Employee status remodeling. 

▪ Formal organizational norm. 
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▪ Organizational norm. 

▪ The Lundberg model. 

▪ The Schein model. 

▪ Leadership. 

14 The efficiency 

of using human 

resources 

▪ (physical, value, conventional unit) work productivity 

per employee. 

▪ Salary costs. 

▪ Staff costs. 

▪ Average profit per employee. 

▪ Dividend per share. 

▪ Company’s share value. 
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Sl.no. Activity Methods, Techniques and Procedures 

    15.            Organization performance  Organization Performance  

 Measuring Efficiency 
 Business efficiency 

 Performance of 

 Input out ratio 

 Identification 
 Of efficient process 

 To convert input output 

 Efficient conversion 

 Of input to output 

 Using optional process implementation 

 To maximize output porters 

 Total productivity 

 Maintenance system 

 Suggest min six loses 

 Reduction from startup 

 To stable production 

 Process defects 

 Reduced speed 

 Idling  

 Setup  

 Organization efficiency 

 Organisation structure 

 Culture community 

 Productivity profitability 

 quality 

 Measuring organization 

 Efficiency by 

 strategy 

 Corporate design 

 Management and business system building 

 corp. and empty task 

 Motivation of staff 
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Sl.no. Activity Methods, Techniques and Procedures 

        16.      Knowledge management  Strategic  priority management  commitment 

 Alignment of knowledge management goals and practices 

with organizational business strategies. 

 Long term goals strategic commitment. 

 Knowledge  

 Assess the competitors and suppliers. 

 Strategic and knowledge assets and identify gaps with own. 

 Assemble the new knowledge  

 Link km to value creation. 

 Economic returns. 

 Presentation deliverable. 

 Contribution of its knowledge repository to closing sales. 

 Senior management support. 

 organizational knowledge. 

 How and where knowledge is developed in the company. 

 Definition and mapping organization knowledge. 

 Acquiring, retaining building and retaining those assets. 

 Managing Knowledge management, Capturing, combining, 

connection, repeating 
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Chapter 5 

 

     Research Methodology 

 

Research methodology consists of research and sample design, sources of data, selection of 

data, various designs and techniques, activities, methods and procedure used for analyzing 

the data. Vital objective of the present research is to study the extent of implementation of 

defined HR method, procedure organizational performance, Knowledge management, 

Intellectual capital, human capital, and   their integration. The systematic method used for the 

present study is as under: 

 

5.1Research Design: The objective of research design is to determine which 

Activities, methods, techniques and Procedure is acceptable and preferred in Evaluating the 

Human Resource Management. With respect to this regard the activities are listed below 

 

5.2   Proposed Activities: 

 

1. Determining the requirements for human resources. 

2. Forecasting the requirements for human resources. 

3. Recruiting and selecting human resources 

4. Integrating employees. 

5. Training human resources. 

6. Communicating with human resources. 

7. Human resource assessment. 

8. Career development. 

9. Human resource promotion. 

10. Relationships with special stakeholders. 

11. Motivating human resources. 

12. Human resource labor and social protection. 

13. Modeling the organizational culture. 
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14. The efficiency of using human resources. 

15. Organization performance 

16. Knowledge Management 

 

 5.3   Proposed Evaluation:  

 Human resource Evaluation (HRE) 

 

5.4 Sample Design: The sample selection used for convenience random sampling. 

These are the following ways for the study: 

 Sample Size: This is 20 

 Sampling Unit: The study includes executives, managers, operators, clerks etc. 

 Sample Area: The sample used in hand is of Industrial type. 

 

5.5   Methods of data collection 

First the primary data was collected. The method or sources of collecting the data is as 

follows: 

Sources of Primary Data: The data was collected directly from target respondents through 

structured questionnaire pertaining to (present research defined techniques, activities, 

methods and procedure) for Human Resource Evaluation.  

 

5.6 Tools for analysis of data 

The normal statistical tools such as percentages, Mode were used for analyzing the data 

which helps in arriving at sound Conclusions. 

 

5.7 Research Technique Applied 

 

Likert Five-Point scale was used to analyze the results. The percentage response for each 

category was calculated and the various weights assigned to different opinions as per Likert 

Five Point scale i.e.  

Strongly agree =5, Agree= 4, Neutral = 3, Disagree = 2, Strongly disagree = 1.  
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Mode Calculation: Mode is the most repeated value in a distribution. It is possible to find 

the mode for categorical and ordinal variables.  

Ordinal Variable: An ordinal qualitative variable represents non-numerical forms, in which 

there is an order.  

Mode is calculated for the Likert Five-Point scale (1-5) for various techniques for the 

mentioned Activity, the most repeated acceptance or value is  for (Strongly agree =5). 

 

5.8 Steps involved in Statistical analysis of Human Resource 

Evaluation for proposed activities  

 

Statistical tools such as percentages, Mode test were used for analyzing the data which helps 

in arriving at sound Conclusions. 

Calculation of Mode and % of Response (Strongly agree=5) for various Activities and 

Techniques Mentioned in Table 6.1.1 are as follows. For the first activity it is as follows 

Activity 1/Questioner.   Do you agree with the mentioned technique of determining the 

requirements for human resources?  

Techniques 1.  ▪ Jobs analysis 

% of strongly agreed Response is calculated as follows 

Total   number of response in favour of strongly agreed is {(Likert Five Point (scale strongly 

agree =5)} =14 

% of strongly agreed = %70100
20

14
  

Mode is calculated for the Likert Five-Point scale (1-5) for various Techniques for the 

mentioned Activity, the most repeated acceptance or value is  for (Strongly agree =5). 

 

For first activity members have responded repeatedly in favour of (5-rating for strongly agree 

members). So the mode is 5, which is mentioned in the Mode Column in table: 6.1.1. 

similarly for all other activities mode calculation is done and shown in the table 
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5.9 Questioneres framed for survey of HRM 

Questions framed for survey of HRM are as follows. 

 

1.Do you agree with the mentioned technique of Determining the requirements for human 

resources? 

2.   Do you agree with the mentioned technique of Forecasting the requirements for human 

resources? 

3.   Do you agree with the mentioned technique of Recruiting and selecting Human 

resources?  

4.    Do you agree with the mentioned technique of  Integrating Employees? 

5. Do you agree with the mentioned technique of Training human resources? 

6. Do you agree with the mentioned technique of Communicating with human resources? 

7. Do you agree with the mentioned technique  of Human resource assessment? 

8. Do you agree with the mentioned technique  of Career development? 

9 Do you agree with the mentioned technique  of Human resource promotion? 

10. Do you agree with the mentioned technique of Relationships with special stakeholders? 

11. Do you agree with the mentioned technique of Motivating human resources? 

12. Do you agree with the mentioned technique of  Human resource labor and social 

protection? 

13. Do you agree with the mentioned technique of Modeling the organizational culture? 

14. Do you agree with the mentioned technique of The efficiency of using human resources? 

15. Do you agree with the mentioned technique of Organization performance? 

16. Do you agree with the mentioned technique of Knowledge Management? 

 

 

  

 

 

 

 



31 
 

 

Chapter 6             

 

     Experimental Details 

 

6.1   Survey, data analysis, ratings of Human Resource 

Evaluation for proposed activities 

 

Table 6.1.1:  Survey, data analysis, ratings of Human Resource Evaluation for proposed activities 

 

Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques and 

Procedures 

5-

rating 

for 

Strongly 

agree 

members 

4-

rating 

for 

Agree 

members 

3-

rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mode % 

Strongly 

agree 

1 Do you agree 

with the 

mentioned 

technique of 

Determining 

The 

requirements 

for human 

resources? 

▪ jobs analysis 14 2 2 1 1 5 70 

▪ workday 

tasks analysis 

17 02 01 0 0 5 85 

▪ 

instantaneous 

observation 

18 01 1 0 0 5 90 

▪ time 

recording 

14 2 2 1 1 5 70 

▪ workday 

shooting 

16 2 2 0 0 5 80 

▪ standard 

administrative 

times 

15 02 03 0 0 5 75 

▪ work 

standards 

determination 

16 01 01 01 01 5 80 

▪ the scenario 3 2 1 4 10 1 15 

▪ 17 1 1 1 0 5 85 
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extrapolation 

▪ the 

correlation 

coefficient 

13 1 1 2 3 5 65 

2 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Do you agree 

with the 

mentioned 

technique of 

Forecasting 

the 

requirements 

for human 

resources? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

▪ the 

dynamics of 

the size and 

structure of 

market 

demand 

for the 

company’s 

products 

15 2 2 1 0 5 75 

Company’s 

performance  

16 1 1 1 1 5 80 

▪ the forecasts 

on company’s 

branch of 

activity 

17 1 1 1 0 5 85 

▪ the forecasts 

on the 

evolution of 

national 

economy 

18 01 1 0 0 5 90 

▪ the 

dynamics of 

the 

company’s 

turnover 

16 2 2 0 0 5 80 

▪ the 

dynamics of 

the 

production 

15 1 1 3 0 5 75 

▪ productivity 

dynamics 

13 2 2 0 3 5 65 

▪ trends 

analysis 

15 01 1 2 1 5 75 
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▪ the 

regression 

method 

17 1 2 0 0 5 85 

 

Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques 

and 

Procedures 

5-

rating 

for 

Strongly 

agree 

members 

4-

rating 

for 

Agree 

members 

3-

rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mode % 

Strongly 

agree 

3 Do you agree 

with the 

mentioned 

technique of 

Recruiting 

and selecting 

Human 

resources? 

▪ human 

resource 

selection model 

17 3 0 0 0 5 85 

▪ general 

knowledge tests 

17 1 2 0 0 5 85 

▪ Specific 

knowledge tests 

by field, 

positions etc. 

14 1 1 2 2 5 70 

▪ Skills tests 

(distributed 

attention, 

communication, 

negotiation 

etc.) 

14 2 2 1 1 5 70 

▪ Qualities tests 

(intelligence, 

memory, 

reaction time, 

also.) 

16 2 2 0 0 5 80 

▪ personality 

tests 

15 1 1 3 0 5 75 

▪ practical exam 14 2 2 1 1 5 70 

▪ projects 

elaboration 

16 01 01 01 01 5 80 

▪ case study 15 01 01 01 02 5 75 

▪ writing papers 16 2 2 0 0 5 80 
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▪ interview 16 02 01 1 0 5 80 

4 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Do you agree 

with the 

mentioned 

technique of 

Integrating 

Employees? 

 

 

 

 

 

 

 

 

 

 

 

 

 

▪ individual 

labor contract 

15 1 1 1 2 5 75 

▪ labor 

protection 

seminar 

14 2 2 1 1 5 70 

orientation 

discussion 

between the 

department 

manager 

and the new 

employee 

16 2 2 0 0 5 80 

▪ description of 

the job assigned 

16 01 01 01 01 5 80 

▪ the 

organization 

and operation 

handbook of 

the organization 

5 2 1 0 12 1 25 

 

 

▪ the internal 

regulation of 

the company 

 

 

3 

 

 

2 

 

 

1 

 

 

4 

 

 

10 

 

 

1 

 

 

15 

▪ new employee 

presentating by 

manager 

16 3 1 0 0 5 80 

▪ specific work 

instructions to 

the job 

16 2 2 0 0 5 80 

 

 

Sl. 

No..

Activity/ 

Questi

oner 

Methods, Techniques 

and Procedures 
5-

rating 

for 

4-

rating 

for 

3-

rating 

for 

2-rating 

for 

Disagre

1-rating 

for 

Strongly  

Mode % 

Strongly 

agree 
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. Strongly 

agree 

members 

Agree 

members 
Neutral 

members 
e 

members 
disagree 

members 

5 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Do you 

agree 

with the 

mention

ed 

techniqu

e of 

Training 

Human 

Resourc

e? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

▪ individual study 18 1 1 0 0 5 90 

▪ bachelor’s degree 17 01 01 01 00 5 85 

▪ master’s degree 16 02 01 01 00 5 80 

▪ doctor’s degree 16 1 1 1 1 5 80 

▪ vocational 

schools 

18 2 0 0 0 5 90 

▪ workplace 

apprenticeship 

16 2 2 0 0 5 80 

▪ panel 17 1 2 0 0 5 85 

▪ case study 15 1 1 1 2 5 75 

▪ studying 

specialty papers 

14 2 2 1 1 5 70 

▪ presentation 14 1 1 1 3 5 70 

▪ demonstration 14 1 1 2 2 5 70 

▪ elaboration of 

specific projects 

15 1 3 1 0 5 75 

▪ specialized 

training 

16 3 1 0 0 5 80 

▪ job rotation 15 1 1 1 2 5 75 

▪ research project 14 2 2 1 1 5 70 

▪ managerial 

simulation 

15 1 1 1 2 5 75 

▪ managerial game 14 2 1 1 2 5 70 

▪ the incidence 

method 

3 2 1 4 10 1 15 

▪ information 

seminar 

3 2 0 5 10 1 15 

 

▪ referring to 

specialty sites 

 

14 

 

1 

 

1 

 

2 

 

2 

 

5 

 

70 

▪ quality, skill and 

knowledge tests 

16 01 01 1 01 5 80 

▪ continue learning 17 2 0 0 1 5 85 

▪ update training 

programme 

14 2 2 1 1 5 70 
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▪ Prequalification 

programme 

5 2 1 0 12 1 25 

▪ information and 

documentation 

visits in other 

companies 

15 1 2 1 2 5 75 

▪ participating to 

specialty 

conferences, 

congresses etc. 

14 1 1 2 2 5 70 

▪ delegation 3 2 2 4 09 1 15 

▪ coaching 14 2 3 1 0 5 70 

▪ mentoring 15 1 3 1 0 5 75 

▪ senility training 14 2 2 1 1 5 70 

▪ in “basket” 

method 

3 2 1 4 10 1 15 

 

Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques 

and 

Procedures 

5-

rating 

for 

Strongly 

agree 

members 

4-

rating 

for 

Agree 

members 

3-

rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mode % 

Strongly 

agree 

6 

 

Do you agree 

with the 

mentioned 

technique of 

Communicating 

with human 

resources? 

▪ information, 

coordination, 

decision, 

complex 

meeting etc. 

14 1 1 2 2 5 70 

▪ e-mail 18 1 1 0 0 5 90 

▪ “four eyes” 

discussion 

between 

manager-

subordinate 

15 1 1 1 2 5 75 

▪ written notice 14 2 2 2 0 5 70 

▪ written 

communication 

14 2 2 1 1 5 70 
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▪ balanced 

scorecard 

3 2 1 4 10 1 15 

▪ set of 

instructions on 

certain 

activities 

17 2 0 0 1 5 85 

 

 

Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques 

and 

Procedures 

5-

rating 

for 

Strongly 

agree 

members 

4-

rating 

for 

Agree 

members 

3-

rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mode % 

Strongly 

agree 

7 

 

 

 

 

 

 

 

Do you agree 

with the 

mentioned 

technique of 

Human 

resource 

Assessment? 

 

 

▪ 3600 

assessment 

3 2 1 4 10 1 15 

▪ assessment 

interview 

16 01 01 01 01 5 80 

▪ work 

productivity 

14 1 1 4 0 5 70 

 

▪ management 

by objectives 

 

14 

 

2 

 

2 

 

2 

 

0 

 

5 

 

70 

▪ the diagnostic 

analysis 

1 1 1 3 14 1 75 

▪ notation 3 2 0 5 10 1 15 

▪ overall 

assessment 

17 2 0 1 0 5 85 

▪ functional 

evaluation 

16 3 0 1 0 5 80 

▪ the 

(assessment) 

case method 

3 2 2 3 10 1 15 

▪ self-

assessment test 

14 1 1 3 1 5 70 

▪ assessment 

test 

14 1 1 3 1 5 70 
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▪ graphic scale 

for classifying 

human 

qualities 

14 1 1 4 0 5 70 

 

 

8 

 

  

Do you agree 

with  

necessity  of  

mentioned 

techniques of 

Career 

Development 

? 

 

 

 

▪ mixed 

standard scale 

of human 

qualities 

 

 

 

14 

 

 

 

1 

 

 

 

1 

 

 

 

3 

 

 

 

1 

 

 

 

5 

 

 

 

70 

▪ the essay 

method 

4 1 2 3 10 5 20 

▪ the critical 

incidents 

method 

3 2 1 4 10 1 15 

▪ the behaviors 

checklist 

method 

15 1 1 3 0 5 75 

▪ human 

resource 

assessment 

centre 

16 01 01 02 00 5 80 

▪ job analysis 15 1 1 3 0 5 75 

▪ career plan 15 1 1 1 2 5 75 

▪ mentoring 14 3 2 1 0 5 70 

▪ tutoring 4 1 2 4 09 1 20 

▪ coaching 14 1 1 2 2 5 70 

        

 

Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques 

and 

Procedures 

5-

rating 

for 

Strongly 

agree 

members 

4-

rating 

for 

Agree 

members 

3-

rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mode % 

Strongly 

agree 

9 Do you agree 

with  

▪ promotion in 

same job 

16 01 01 01 01 5 80 
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necessity  of  

mentioned 

techniques 

for Human 

resource 

Promotion? 

 

 

▪ 

incumbency 

within a 

manager area 

17 02 01 00 00 5 85 

 

scientific, 

consulting 

body etc. 

dealing 

 

15 

 

1 

 

2 

 

1 

 

1 

 

5 

 

75 

major 

objectives 

and/or issues 

in the 

company 

4 1 3 3 09 1 20 

▪ job 

description 

14 3 2 0 1 5 70 

▪ list of 

positions 

16 01 01 02 00 5 80 

▪Appraisal in  

the same job 

14 1 1 3 1 5 70 

▪ incumbency 

within a 

participative 

managerial 

body 

4 1 3 4 08 1 20 

10 

 

 

 

 

 

Do you agree 

with  

necessity  of  

mentioned 

techniques of 

Relationships 

with special 

stakeholders? 

▪ inviting 

stakeholders 

to visit the 

organization 

14 1 1 4 0 5 70 

managerial 

body 

14 2 2 1 1 5 70 

▪ stakeholders’ 

participation 

to the 

celebration of 

major 

 organization 

14 3 2 1 0 5 70 
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events   

▪ Invitation to 

stalk holders  

within the 

organization 

14 3 2 1 0 5 70 

 

 

Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques and 

Procedures 

5-

rating 

for 

Strongly 

agree 

members 

4-

rating 

for 

Agree 

members 

3-

rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mode % 

Strongly 

agree 

11 

 

 

 

 

 

 

 

Do you agree 

with  

necessity  of  

mentioned 

techniques of 

Motivating 

Human 

resources? 

 

 

▪ listen and 

answer 

technique 

4 1 3 5 07 5 20 

▪ positive verbal 

feedback 

14 1 1 3 1 5 70 

▪ negative verbal 

feedback 

0 0 1 1 18 1 0 

▪ job extension 16 01 01 02 00 5 80 

▪ job enrichment 16 01 01 01 01 5 80 

▪ salary 14 1 0 5 0 5 70 

▪ hourly rate 15 1 2 2 0 5 75 

▪ bonus 14 3 2 0 1 5 70 

 

12 

 

 

 

 

 

 

Do you agree 

with  

necessity  of  

mentioned 

techniques of 

Human 

resource 

labor and 

 

▪ labor 

protection 

training 

 

14 

 

1 

 

2 

 

3 

 

0 

 

5 

 

70 

▪ labor 

protection and 

safety standards 

15 1 2 2 0 5 75 

▪ minimum 

salary 

15 1 2 1 1 5 75 
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 social 

protection? 

▪ salary 

indexation 

14 1 0 4 1 5 70 

▪ individual 

labor contract 

14 3 2 1 0 5 70 

▪ unemployment 

compensation 

16 01 02 01 00 5 80 

▪ collective 

labor contract 

16 01 01 02 00 5 80 

▪ dialog social 

meetings 

17 2 1 0 0 5 85 

▪ trade union 14 3 2 0 1 5 70 

 ▪ enterprise 

committee 

16 01 01 02 00 5 80 

▪ negotiation 10 2 2 5 1 5 50 
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Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques 

and 

Procedures 

5-rating 

for 

Strongly 

agree 

members 

4-rating 

for 

Agree 

members 

3-rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mod

e 

% 

Stron

gly 

agree 

13 

 

 

 

 

 

 

 

 

 

 

 

Do you agree 

with  necessity  

of  mentioned 

techniques of 

Modeling the 

organizational 

culture? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

▪ 

organizational 

culture audit 

16 01 01 01 01 5 80 

▪ 

organizational 

transformation 

14 1 1 4 0 5 70 

▪ new stories 0 0 1 2 17 1 0 

▪ new myths 0 0 1 1 18 1 0 

▪ new rituals 0 0 2 1 17 1 0 

▪ new 

ceremonies 

16 01 01 02 00 5 80 

▪ case study 14 2 1 2 1 5 70 

▪ employee 

role change 

14 1 1 2 2 5 70 

▪ employee 

status 

remodeling 

15 1 2 1 1 5 75 

▪ formal 

organizational 

norm 

14 3 1 1 1 5 70 

 

 

Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques 

and 

Procedures 

5-rating 

for 

Strongly 

agree 

members 

4-rating 

for 

Agree 

members 

3-rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mod

e 

% 

Stron

gly 

agree 

14 

 

Do you agree 

with  necessity 

of  mentioned 

techniques of 

The efficiency 

of using 

human 

▪ average 

profit per 

employee 

14 3 1 1 1 5 70 

▪ dividend per 

share 

18 2 0 0 0 5 90 

▪ company’s 

share value 

16 1 1 1 1 5 80 
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6.2 Survey done for concerned members of company 

 

Table 6.2.1 Survey done for concerned members of company 

User Survey done for 

Total members 

Responded 

Members 

Percentage or Response 

Overall 

Technicians, Managers, 

Clerks 

20 20 100% 

 

 

6.3 Survey, data analysis, ratings of Organization performance Evaluation 

for proposed activities 

Table 6.3.1: Survey, data analysis, ratings of Organization performance Evaluation for proposed 

activities 

Sl. 

No. 

Activity/ 

Questioner 

Methods, 

Techniques and 

Procedures 

5-

rating 

for 

Strongl

y agree 

membe

rs 

4-rating 

for 

Agree 

members 

3-rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating for 

Strongly  

disagree 

members 

Mod

e 

% 

Str

ong

ly 

agr

ee 

15 

 

 

 

 

Do you agree 

with  necessity  

of  mentioned 

techniques of 

Modeling the 

organizational 

Organization 

Performance  

05 00 00 00 00 05 100 

Measuring 

Efficiency 

 

04 01 00 00 00 05 80 

Business 04 01 00 00 00 05 80 

resources?   ▪work 

productivity 

per employee 

14 2 2 2 0 5 70 

▪ salary costs  14 1 1 2 2 5 70 

▪ staff costs  14 3 1 1 1 5 70 
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performance? 

 

efficiency 

 

Performance 

of 

Input out ratio 

 

 

05 00 00 00 00 05 100 

Identification 

Of efficient 

process 

To convert 

input output 

04 00 00 00 00 05 80 

Efficient 

conversion 

Of input to 

output 

 

  

 

04 01 00 00 00 05 80 

Using 

optional 

process 

implementatio

n 

03 01 01 00 00 05 60 

To maximize 

output porters 

Total 

productivity 

Maintenance 

system 

03 01 01 00 00 05 60 

Suggest min 

six loses 

03 01 01 00 00 05 60 

Reduced yield 

from startup 

03 02 00 00 00 05 60 

To stable 

production 

03 02 00 00 00 05 60 
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Process 

defects 

03 02 00 00 00 05 60 

Reduced 

speed 

03 02 00 00 00 05 60 

Idling and 

minor 

stoppages 

04 01 00 00 00 05 80 

Setup and 

adjustment 

03 02 00 00 00  60 

Organization 

efficiency 

04 01 00 00 00 05 80 

Organization 

structure 

Culture 

community 

04 01 00 00 00 05 80 

Productivity 

profitability 

quality 

03 02 00 00 00 05 80 

Measuring 

organization 

Efficiency by 

04 01 00 00 00 05 80 

Organization 

strategy 

03 02 00 00 00 05 60 

Corporate 

structure 

design 

04 01 00 00 00 05 80 

Management 

and business 

system 

building 

05 00 00 00 00 05 100 

Development 

of corp. and 

empty task 

04 01 00 00 00 05 80 

Motivation of 

staff 

05 00 00 00 00 05 100 
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Table 6.3.2: Survey, data analysis, ratings of Organization performance for proposed activities 

Sl. 

No. 

Activity/ 

Questioner 

Methods, Techniques and 

Procedures 
5-rating 

for 

Strongly 

agree 

members 

4-

rating 

for 

Agree 

members 

3-

rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mo

de 

% 

Strongly 

agree 

15 

 

 

 

 

 

 

 

Do you agree 

with  

necessity  of  

mentioned 

techniques of 

Modeling the 

Organization 

performance? 

 

EFFIECTIVENESS 05 00 00 00 00 05 100 

Effect has relation on 

Output outcome impact 

04 01 00 00 00 05 80 

 impact. 

sales quality, creation of 

value added, 

, innovation and cost 

reduction. 

04 01 00 00 00 05 80 

The effectiveness of the 

organization can be checked 

by 

Total 

effectiveness(productivity, 

quality, deliverable, safety 

social responsibility 

04 01 00 00 00 05 80 

Total 

effectiveness(productivity) 

03 02 00 00 00 05 60 

Total effectiveness(quality) 04 01 00 00 00 05 80 

Total 

effectiveness(deliverable) 

03 01 01 00 00 05 60 

Total effectiveness(safety 

social responsibility) 

03 02 00 00 00 05 60 

Total maintenance system 

(maintenance, prevention 

system, maintainability 

improvement) 

 

04 01 00 00 00 05 80 

Total maintenance system 

(maintenance) 

04 01 00 00 00 05 80 

Total maintenance 

system(prevention system) 

04 01 00 00 00 05 80 
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Total maintenance system 

(maintainability 

improvement) 

04 01 00 00 00 05 80 

Total participation of 

employee 

 

04 01 00 00 00 05 80 

 

 

Table 6.3.3: Survey, data analysis, ratings of Organization performance for proposed activities 

 

Sl. 

No. 

Activity/ 

Questioner 

Methods, Techniques and 

Procedures 

5-rating 

for 

Strongly 

agree 

members 

4-rating 

for 

Agree 

members 

3-rating 

for 

Neutral 

members 

2-rating 

for 

Disagree 

members 

1-rating 

for 

Strongly  

disagree 

members 

Mo

de 

% 

Stron

gly 

agree 

16 

 

 

 

 

 

 

 

Do you agree 

with  necessity  

of  mentioned 

techniques of 

Modeling the 

Knowledge 

management? 

 

Knowledge management 05 00 00 00 00 05 100 

Strategic  priority 

management  commitment 

 

04 01 00 00 00 05 80 

Alignment of knowledge 

management goals and 

practices  with 

organizational business 

strategies 

03 01 00 01 00 05 60 

Long term goals strategic 

commitment 

02 02 01 00 00 05 40 

Knowledge and its roles in 

business and industries 

03 02 00 00 00 05 60 

Assess the competitors and 

suppliers 

04 01 00 00 00 05 80 

Strategic and knowledge 

assets  

03 02 00 00 00 05 60 

the new knowledge 

Assemble  and portfolio in 

and  intellectual capital to 

annual report 

05 00 00 00 00 05 100 
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Link km to value creation 02 03 00 00 00 04 80 

Economic returns by 

measuring the knowledge 

reused in the form of 

proposals 

03 02 00 00 00 05 60 

Presentation deliverable. 03 02 00 00 00 05 60 

 Contribution of its 

knowledge storage to 

closing sales. 

03 02 00 00 00 05 60 

Senior management 

support 

03 02 00 00 00 05 60 

Define and understand 

organizational knowledge 

 

03 02 00 00 00 05 60 

How and where knowledge 

is developed in the 

company. 

03 01 00 00 00 05 60 

Definition and mapping 

organization knowledge 

03 02 00 00 0 05 60 

Acquiring, retaining 

building and retaining 

those assets 

 

02 03 00 0 00 04 60 

Managing Knowledge 

management. 

Capturing, combining, 

connection, repeating 

03 01 01 00 00 05 60 
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6.4 Reliability Analysis   of Surveyed Items 

 

Regression analysis is carried out to determine which Activities, methods, techniques and 

Procedure is acceptable and preferred in Evaluating the Human Resource Management, 

organizational management, knowledge. Using Reliability Analysis it helps to judge to what 

extent the survey were successful in defining questions that measure a person's opinion. 

Regression is carried out for the Liker’s five point scale for each and every activity 

technique, for the assessment of HRM and for the economical development of organization 

with respect to human capital and knowledge management.  

 

6.5 Requirement of Reliability Analysis of Surveyed Items  

 [58] Joseph A. Gliem Rosemary R. Gliem   stated that Reliability analysis allows studying 

properties of measurement scales and the items that compose the scales. The Reliability 

Analysis process calculates a number of commonly used scale reliability measuring 

technique and also relates about the relationships between individual items in the scale. Intra 

class correlation coefficients can be used to compute inter-rater reliability estimates. 

Example. Is it possible of my questionnaire measure customer satisfaction in a useful way? 

Using reliability analysis, we can find to what extent the items in our questionnaire are 

related to each other, we can get an overall index of the repeatability or internal consistency 

of the scale as a whole, and we can identify problem items that should be excluded from the 

scale. Statistics. Descriptive for each variable and for the scale, summary statistics across 

items, inter-item correlations and covariances, reliability estimates, ANOVA table, infraclass 

correlation coefficients. 

Models. The models of reliability are available: 

• Alpha (Cranach). This model is 

Cronbach's alpha (Cronbach, 1951)  said that it is a reliability measurement. More 

specifically, alpha is a lower bound for the true reliability of the survey. Mathematically, 
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reliability is defined as the proportion of the variability in the responses to the survey that is 

the result of differences in the respondents. That is, answers to a reliable survey will not 

differ because respondents have different opinions, not because the survey is confusing nor 

has multiple interpretations. The computation of Cranach’s alpha is based on the number of 

items on the survey (k) and the ratio of the average inter-item covariance to the average item 

variance.  

α=k (cov/var) 1+ (k−1) (cov/var)  

Under the assumption that the item variances are all equal, this ratio simplifies to the average 

inter-item correlation, and the result is known as the Standardized item alpha (or Spearman-

Brown stepped-up reliability coefficient).  

α=kr1+ (k−1) r  

The value of Cranach’s alpha is reported in the Reliability Statistics table.  

Notice that the Standardized item alpha is computed only if inter-item statistics are specified. 

And remember, the coefficient of 0.898 reported for these items is an estimate of the true 

alpha, which in turn is a lower bound for the true reliability. For comparison, several other 

reliability measures are available. 

The item-analysis output from SPSS for the multi-item scale of various activities of HRM, 

organizational performance and knowledge management. A description of related terms is as 

follows: 

1. Statistics for Scale—summary statistics for the items comprising the scale. 

2. Item means—summary statistics for the individual item means. 

3. Item Variances—summary statistics for the individual item variances. 

4. Inter-Item Correlations—This is descriptive information about the correlation of each 

item with the sum of all remaining items. In the example, there are 10 correlations computed: 

the correlation between the first item and the sum of the other seven items, the correlation 

between the second item and the sum of the other ten items, and so forth. The mean of the 

inter-item correlations (.3824) is the r in the _ = rk / [1 + (k -1) r] formula where k is the 
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number of items considered.5. Item-total Statistics—This is the section where one needs to 

direct primary attention. The items in this section are as follows: 

a. Scale Mean if Item Deleted—Excluding the individual item listed, all other scale 

items are summed for all individuals and the mean of the Summated items is given 

b. Scale Variance if Item Deleted—excluding the individual item listed, all other scale 

items are summed for all individuals and the variance of the unmated items is given. In 

c. Corrected Item-Total Correlation—this is the correlation of the item designated with 

the summated score for all other items. A rule-of-thumb is that these values should be at 

least. 

d. Squared Multiple Correlation—this is the predicted Multiple Correlation Coefficient 

squared obtained by regressing the identified individual item on all the remaining 

items. 

e. Alpha if Item deleted—This is probably the most important column in the table. This states 

the scale’s Cronbach’s alpha reliability coefficient for internal consistency if the individual 

item is removed from the scale. In Table  the scale’sCronbach’s alpha would be .7988 if item 

2 were removed for the scale. This value is then compared to the Alpha coefficient value at 

the bottom of the table to see if one wants to delete the item. As one might have noted, the 

present scale has only 8 items where the original scale had 10 items. Using the above 

information, removing items 1 and 2 resulted in an increase in Cronbach’s alpha from .7708 

to .8240. 

f. Alpha—the Cronbach’s alpha coefficient of internal consistency. This is the most 

frequently used Cronbach’s alpha coefficient.g. Standardized Item Alpha—The Cronbach’s 

alpha coefficient of internal consistency when all scale items have been standardized. This 

coefficient is used only when the individual scale items are not scaled the same.Cronbach’s 

alpha reliability coefficient normally ranges between 0 and 1. However, there is actually no 

lower limit to the coefficient. The closer Cronbach’s alpha coefficient is to1.0 the greater the 

internal consistency of the items in the scale. Based upon the formula _ = rk / [1 + (k -1) r] 

where k is the number of items considered and r is the mean of the inter-item correlations the 

size of alpha is determined by both the number of items in the scale and the mean inter-item 

correlations. George and Mallery (2003) provide the following rules of thumb: “_ > .9 – 

Excellent, _ > .8 – Good, _ > .7 – Acceptable, _ > .6 – Questionable, _ > .5 – Poor, and_ < .5 

– Unacceptable” (p. 231). While increasing the value of alpha is partially dependent upon the 
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number of items in the scale, it should be noted that this has diminishing returns. It should 

also be noted that an alpha of .8 is probably a reasonable goal. It should also be noted that 

while a high value for Cronbach’s alpha indicates good internal consistency of the items in 

the scale, it does not mean that the scale is one-dimensional. 

 

6.6 Models of human resource management, Organization 

performance, Knowledge management, Intellectual Capital in the 

organizational and industrial  global economy 

 

Individual models are defined for Organization performance, Knowledge management, 

Intellectual Capital.  
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6.6.1 A proposed model of human resource management in the 

organizational and industrial global economy is shown below   Fig 6.6.1.1 
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6.6.2 A proposed model of Organization performance in the organizational 

and industrial global economy is shown below. 

 

Fig. 6.6.2.1 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Organization 
performance 

Efficiency 
 

Effectiveness 
 

Business 
efficiency 

Organization 
efficiency 

1. performance 
of input and 
output ratio. 
2. Identification 
of efficient 
process to 
convert input 
output. 
3. Effective 
conversion of 
input to 
required output. 
4. Using 
optional process   
implementation. 
5. To maximize 
output porter’s 
total 
productivity 
maintenance 
system is used. 
6. Suggested 
the elimination 
of six loses. 

1. Improvement of 
organization internal 
process by 
identifying below 
variables me, e 
structure culture, 
community of 
organization. 
2. productivity, 
profitability, quality  
3. Measurement of 
organization 
efficiency 
-Organization 
strategy 
-corporate structure 
design 
Management and  
business system 
building 
Development of 
corporate and 
employee task  
Motivation of staff 
commitment 
development of 
employee skill 
subordinate skill. 

1. Effectiveness has the relation 
on output, outcome, and 
impact. 
sales quality, creation of value 
added innovation and cost 
reduction. 
2. The effectiveness of the 
organization can be checked by 
Total effectiveness 
(productivity, quality, 
deliverable, safety social 
responsibility) 
 
Total maintenance system 
(maintenance, prevention 
system, maintainability 
improvement) 
Total participation of employee 
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6.6.3 A proposed model of Knowledge management in organizational and 

industrial   global economy is   shown   below 

Fig. 6.6.3.1 

 

  

 

 

  

 

 

 

 

 

 

 

 

  

   

 

 

 

 

Strategic 
priority 
management 
commitment 

Alignment of knowledge management goals and 
practices with organizational business strategies. 
1. Long term goals strategic commitment. 
2. Knowledge and its roles in business and 
industries. 
3. Assess the compitators and suppliers. 
4. Strategic and knowledge assets and identify 
gaps with own. 
5. Assemble the new knowledge portfolio in and 
ittectual capital to annual report. 
 

1. Link km to value creation 
 2. Economic returns by measuring 
the amount of knowledge reused in 
the form of proposals. 
3. Presentation deliverable. 
4. Contribution of its knowledge 
repository to closing sales. 

Senior 
management 
support. 
 

Define and understand 
organizational knowledge 

1. How and where knowledge is 
developed in the company. 
2. Definition and mapping 
organization knowledge 

Acquiring, retaining 
building and retaining 
those assets 

Managing Knowledge 
management. 
Capturing, combining, 
connection, repeating. 



56 
 

6.6.4 Another proposed model of Knowledge management in the 

organizational and industrial global economy is shown below 

Fig. 6.6.4.1 

 

 

 

 

 

6.6.5 A proposed model of Intellectual Capital shows how it can be utilized 

by organization in the improvement of organizational and industrial 

economy. 

Fig.6.6.5.1  
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6.6.6 Another proposed integrated model of Human resources 

management, Knowledge management, and Intellectual capital for 

organizational and industrial global economy.  

 

All above models of HRM are integrated and shown below. In this models Integrated 

Organizational economy is being interrelated to HRM policy activities, HRM output, KM, 

IC, Organizational performance etc.  
 

As per Guest [30] model states on set of integrated HRM practices will leads to superior 

individual and organizational performance. It shows significant difference of HRM from PM.  
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Fig.6.6.6.1 
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Chapter 7 

 

Data Analysis of HRM policy activities/technique/ method 

 

 

7.1 Human resources management: This is the first activity of Human 

Resource Evaluation  of HRM. The questioner is being frame stating that “Do you agree with 

the mentioned technique of determining The requirements for human resources”?  This 

questioner is used for survey. The technique, method and procedure for HRE are as follows 

Jobs analysis. 

 

1. Workday tasks analysis. 

2. Instantaneous observation. 

3. Time recording. 

4. Workday shooting. 

5.  Standard administrative times. 

6. work standards determination. 

7.  The scenario. 

8. Extrapolation. 

9. The correlation coefficient. 

10. Physical and/or value work productivity. 

 

To attain the objectives of the Research work, the attainment of the objectives are defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation (HRE) of each and every activities of Human Resource Management (HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the first hypothesis is formulated that is Hypothesis: 1 
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H01: The significant relationship of adapting HRE technique on first activity of HRM 

is, Determining the requirements for human resources has to be checked. 

 

7.1.1 Survey results:  For first activity Human resources management is in favor and 

acceptable because as per Likert Five Point scale, weight assignment for Strongly agree is 5.  

The various response are in favour for Strongly agree for  the defined Techniques, method 

procedures with respect to first Activity and the mode of weight assignment(1-5) is 5. Out of 

Total response i.e. 20 the responded percentage of strongly agree is between (65-90%) which 

is acceptable. 

 

7.1.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Using Reliability Analysis 

it helps to judge to what level the survey were successful in managing questions that measure 

a person's opinion. Regression is carried out for the Likerts five point scale for each and 

every activity technique, for the assessment of HRM and for the economical development of 

organization with respect to human capital and knowledge management.  

 

7.1.3 Regression Results: Reliability Statistics for Determining the requirements for 

human resources (DRHR) Cranach’s Alpha = 0.799, Cronbach's Alpha Based On 

Standardized Items =0 .845, N of Items = 10. As we see the values in  Item-Total Statistics 

chart,  Cranach’s Alpha for if  each item is Deleted  from total 10 items,   the average 

Cronbach's Alpha of the remaining 9 items does not have large variation.  Cronbach's Alpha 

is near to 0.799 and 0.845 which is good and acceptable.  As per Reliability Statistics, Item 

Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + 

correlated between inter item), Summary Item Statistics, Item-Total Statistics and Scale 

Statistics. All the 10 items which are considered for regression analysis are good 

correlated. None of them are excluded, all items are accepted. 

 

7.1.4 Conclusion:   For the first activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 
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requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.2 Forecasting the requirements for human resources:  This is the 

second activity of Human Resource Evaluation of HRM. The questioner is being frame 

stating that “Do you agree with the mentioned technique of forecasting the requirements for 

human resources”?  This questioner is used for survey. The technique, method and procedure 

for HRE are as follows 

Jobs analysis. 

 

1. ▪ the dynamics of the size and structure of market offer for 

2. the company’s products. 

3. ▪ The forecasts on company’s branch of activity. 

4. ▪ The forecasts on the evolution of national economy. 

5. ▪ The dynamics of the company’s turnover. 

6. ▪ The dynamics of the production. 

7. ▪ Productivity dynamics. 

8. ▪ trends analysis. 

9. ▪ The regression method. 

10. ▪ The Delphi method. 

11. ▪ The business plan. 

12. The Gantt chart. 

13. ▪ Staff fluctuation index. 

14. ▪ The extrapolation of the current human resource number 

15. and structure. 

16. ▪ The retirement index. 

17. ▪ Investment value per workplace. 

 

To obtain the objectives of the Research work, the attainment of the objectives are defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation(HRE) of each and every activities of Human Resource Management(HRM) 
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which leads to basement of analysis and checking of organizational and economical 

performance the  second hypothesis is formulated that is Hypothesis: 2 

 

H02: The significant relationship of adapting HRE technique on second activity of 

HRM is, Forecasting the requirements for human resources has to be checked. 

 

7.2.1 Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Activity: 2 Forecasting human resources requirements is in favor and 

acceptable because as per Likert Five Point scale, weight assignment for strongly agree is 5.  

The various response are in favor for Strongly agree for  the defined Techniques, method 

procedures with respect to Second Activity and the mode of weight assignment(1-5) is 5. Out 

of Total response i.e. 20 the responded percentage of strongly agree is between (75-90%) 

which is acceptable. 

 

7.2.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Regression is carried out for 

the Likerts five point scale for each and every activity technique, for the assessment of HRM 

and for the economical development of organization with respect to human capital and 

knowledge management.  

 

7.2.3 Regression Results : Reliability Statistics for  second activity I,e  Forecasting the 

requirements for human resources, Cronbach's Alpha = 0.605, Cronbach's Alpha Based On 

Standardized Items = 0.718, N of Items = 17. As we see the values in  Item-Total Statistics 

chart,  Cronbach's Alpha for if  each item is Deleted  from total 17 items,   the average 

Cronbach's Alpha of the remaining 16 items does not have large variation.  Cronbach's Alpha 

is near to 0.605 and 0.718which is good and acceptable.  As per Reliability Statistics, Item 

Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + 

correlated between inter item), Summary Item Statistics, Item-Total Statistics and Scale 

Statistics. All the 17 items which are considered for regression analysis are good 

correlated. None of them are excluded, all items are accepted. 
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7.2.4 Conclusion:   For the second activity, based on the  literature, Survey results 

,regression analysis and regression results, all the techniques , methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.3Recruiting and selecting:  This is the third  activity of Human Resource 

Evaluation of HRM. The questioner is being framed stating that “Do you agree with the 

mentioned technique of Recruiting and selecting”?  This questioner is used for survey. The 

technique, method and procedure for HRE are as follows 

1. ▪ General knowledge tests. 

2. ▪ Specific knowledge tests by field, positions etc. 

3. ▪ skills tests (distributed attention, communication, negotiation Etc.) 

4. ▪ Qualities tests (intelligence, memory, reaction time, also.) 

5. ▪ Personality tests. 

6. ▪ Practical exam. 

7. ▪ projects elaboration. 

8. ▪ Case study. 

9. ▪ Writing papers. 

10. ▪ Interview. 

11. ▪ Questionnaire. 

12. ▪ Personnel file. 

13. ▪ C.V. 

 

In order to get the Research work objectives, the attainment of the objectives are defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation (HRE) of each and every activities of Human Resource Management (HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the third hypothesis is formulated that is Hypothesis: 3 

 

H03: The significant relationship of adapting HRE technique on third activity of HRM is 
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, Recruiting and selecting, has to be checked. 

 

7.3.1 Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Activity: 3 Recruiting and selecting for human resources is in favor 

and acceptable because as per Likert Five Point scale, weight assignment for Strongly agree 

is 5.  The various responses are in favour for strongly agreed for the defined Techniques, 

method procedures with respect to Third Activity the mode of weight assignment (1-5) is 5. 

Out of Total response i.e. 20 the responded percentage of strongly agree is between (75-85%) 

which is acceptable. 

 

7.3.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Using Reliability Analysis 

it helps in successful survey. Regression is carried out for the Likerts five point scale for each 

and every activity technique, for the assessment of HRM and for the economical 

development of organization with respect to human capital and knowledge management.  

 

7.3.3 Regression Results: Reliability Statistics for third activity I, e Recruiting and 

selecting for human resources, Cronbach’s Alpha = 0 .637, Cronbach's Alpha Based On 

Standardized Items = 0 .606, N of Items = 14. As we see the values in  Item-Total Statistics 

chart,  Cranach’s Alpha for if  each item is Deleted  from total 14 items,   the average 

Cronbach's Alpha of the remaining 13 items does not have large variation.  Cronbach's Alpha 

is near to 0.637  and 0.606which is good and acceptable.  As per Reliability Statistics, Item 

Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + 

correlated between inter item), Summary Item Statistics, Item-Total Statistics and Scale 

Statistics. All the 13 items which are considered for regression analysis are good 

correlated. None of them are excluded, all items are accepted. 

 

7.3.4 Conclusion:   For the third activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 
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requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.4 Integrating employees: This is the fourth activity of Human Resource 

Evaluation    of HRM. The questioner is being framed stating that “Do you agree with the 

mentioned technique of integrating employees”?  This questioner is used for survey. The 

technique, method and procedure for HRE are as follows 

1. Integrating employees 

2. Individual labor contract. 

3. Labor protection seminar. 

4. Department manager Orientation discussion. 

5. new employee. 

6. Job assigned description. 

7. The organization and operation handbook of the organization. 

8. The company’s regulation. 

9. Methodologies in the new employee’s field of activity. 

 

In order to get the objectives of the Research work, the attainment of the objectives are 

defined in terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation (HRE) of each and every activities of Human Resource Management (HRM) 

which tends to basement of analysis and checking of organizational and economical 

performance the fourth hypothesis is formulated that is Hypothesis: 4 

 

H04: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Integrating employees has to be checked. 

 

7.4.1 Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Integrating employees for human resources is in favour and acceptable 

because as per Likert Five Point scale, weight assignment  for Strongly agree is 5.  The 

various responses are in favour for strongly agreed for the defined Techniques, method 

procedures with respect to Fourth Activity the mode of weight assignment (1-5) is 5. Out of 
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Total response i.e. 20 the responded percentage of strongly agree is between (80%) which is 

acceptable. 

 

7.4.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Reliability Analysis gives 

good opinion about survey Regression is carried out for the Likerts five point scale for each 

and every activity technique, for the assessment of HRM and for the economical 

development of organization with respect to human capital and knowledge management. 

 

7.4.3 Regression Results : Reliability Statistics for  fourth activity I,e  Integrating 

employees for human resources, Cronbach's Alpha = 0 .517, Cronbach's Alpha Based On 

Standardized Items = 0 .518, N of Items = 09. As we see the values in  Item-Total Statistics 

chart,  Cronbach's Alpha for if  each item is Deleted  from total 09 items,   the average 

Cronbach's Alpha of the remaining 09 items does not have large variation.  Cronbach's Alpha 

is near to 0 .517and 0 .518which is good and acceptable.  As per Reliability Statistics, Item 

Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + 

correlated between inter item), Summary Item Statistics, Item-Total Statistics and Scale 

Statistics. All the 09 items   which are considered for regression analysis are good 

correlated. None of them are excluded, all items are accepted. 

 

7.4.4 Conclusion:   For the fourth activity, based on the  literature, Survey results 

,regression analysis and regression results, all the techniques , methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7. 5. Training human resources: This is the fifth  activity of Human Resource 

Evaluation    of HRM. The questioner is being framed stating that “Do you agree with the 

mentioned technique of Training human resources”?  This questioner is used for survey. The 

technique, method and procedure for HRE are as follows 
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1. Training 

2. Bachelor’s degree. 

3. Master’s degree. 

4. Doctor’s degree. 

5. Vocational schools. 

6. Workplace apprenticeship. 

7. Panel. 

8. Case study. 

9. studying specialty papers. 

10. Presentation. 

11. demonstration 

12. Elaboration of specific projects. 

13. specialized training. 

14. Job rotation. 

15. Research project. 

16. Managerial simulation. 

17. Managerial game. 

18. The incidence method. 

19. Information seminar. 

20. referring to specialty sites. 

21. Delegation. 

22. mentoring. 

 

In order to attain the objectives of the Research work, the attainment of the objectives are 

defined in terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation(HRE) of each and every activities of Human Resource Management(HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the  fifth hypothesis is formulated that is Hypothesis: 5 

 

H05: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Training human resources has to be checked 
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7.5.1  Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Training human resources is in favour and acceptable because as per 

Likert Five Point scale, weight assignment  for Strongly agree is 5.  The various responses 

are in favour for strongly agreed for the defined Techniques, method procedures with respect 

to Fifth Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (70-90%) which is acceptable. 

 

7.5.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Using Reliability Analysis 

it helps to judge to what level the survey was successful in questions construction that 

measure a person's opinion. Regression is carried out for the Likerts five point scale for each 

and every activity technique, for the assessment of HRM and for the economical 

development of organization with respect to human capital and knowledge management. 

 

7.5.3 Regression Results: Reliability Statistics for fifth activity I, e Training human 

resources for human resources, Cranach’s Alpha = 0 .444, Cronbach's Alpha Based On 

Standardized Items = 0 .543, N of Items = 09. As we see the values in  Item-Total Statistics 

chart,  Cranach’s Alpha for if  each item is Deleted  from total 09 items,   the average 

Cronbach's Alpha of the remaining 09 items does not have large variation.  Cronbach's Alpha 

is near to 0 .444and 0 .543which is good and acceptable.  As per Reliability Statistics, Item 

Statistics (Mean=4 ,SD< 1), Inter-Item Correlation Matrix(Correlation = < 1 and  + 

correlated between inter item), Summary Item Statistics, Item-Total Statistics and Scale 

Statistics. All the 22 items which are considered for regression analysis are good 

correlated. None of them are excluded, all items are accepted. 

 

7.5.4 Conclusion:   For the fifth activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 
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7.6 Communicating with human resources:  This is the sixth activity of 

Human Resource Evaluation    of HRM. The questioner is being framed stating that “Do you 

agree with the mentioned technique of Communicating with human resources”?  This 

questioner is used for survey. The technique, method and procedure for HRE are as follows 

1. CHR 

2. Information, coordination, decision, complex meeting etc. 

3. writing communication. 

4. balanced scorecard. 

5. set of instructions on certain activities. 

  

To understand the research work, the attainment of the objectives is defined in terms of 

hypotheses. In order to realize one of the objectives i.e. Human Resources Evaluation(HRE) 

of each and every activities of Human Resource Management(HRM) which leads to 

basement of analysis and checking of organizational and economical performance the  

sixth hypothesis is formulated that is Hypothesis: 6 

 

H06: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Communicating with human resources has to be checked. 

 

 7.6.1 Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e.  Communicating with human resources is in favour and acceptable 

because as per Likert Five Point scale, weight assignment for Strongly agree is 5.  The 

various are in favour for strongly agreed for the defined Techniques, method procedures with 

respect to Sixth Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 

20 the responded percentage of strongly agree is between (70-90%) which is acceptable. 

 

7.6.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Regression is carried out for 

the Likerts five point scale for each and every activity technique, for the assessment of HRM 
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and for the economical development of organization with respect to human capital and 

knowledge management. 

 

7.6.3 Regression Results : Reliability Statistics for  sixth activity I,e  Communicating 

with human resources, Cranach’s Alpha = 0 .756, Cronbach's Alpha Based On Standardized 

Items = 0 .748, N of Items = 05. As we see the values in  Item-Total Statistics chart,  

Cronbach's Alpha for if  each item is Deleted  from total 05 items,   the average Cronbach's 

Alpha of the remaining 05 items does not have large variation.  Cronbach's Alpha is near to 0 

.756and 0 .748 which is good and acceptable.  As per Reliability Statistics, Item Statistics 

(Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between 

inter item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 05 

items which are considered for regression analysis are good correlated. None of them 

are excluded, all items are accepted. 

 

7.6.4 Conclusion:   For the sixth activity, based on the  literature, Survey results 

,regression analysis and regression results, all the techniques , methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.7 Human resource assessment: This is the seventh  activity of Human 

Resource Evaluation    of HRM. The questioner is being framed stating that “Do you agree 

with the mentioned technique of Human resource assessment”?  This questioner is used for 

survey. The technique, method and procedure for HRE are as follows 

1. ▪ Overall assessment. 

2. ▪ work productivity. 

3. ▪ Management by objectives. 

4. ▪ the diagnostic analysis. 

5. ▪ Notation. 

6. ▪ Functional evaluation. 

7. ▪ Self-analysis test. 

8. Graphic scale for classifying human qualities. 
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9. ▪ The behaviors checklist method. 

 

 

To acquire the objectives of the Research work, the attainment of the objectives are defined 

in terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation(HRE) of each and every activities of Human Resource Management(HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the seventh hypothesis is formulated that is Hypothesis: 7 

 

H07: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Human resource assessment has to be checked. 

 

7.7.1 Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Human resource assessment is in favor and acceptable because as per 

Likert Five Point scale, weight assignment for strongly agree is 5.  The various responses are 

in favour for strongly agree for the defined Techniques, method procedures with respect to 

Seventh Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (70-85%) which is acceptable. 

 

7.7.2 Regression analysis:  The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Using Reliability Analysis 

it helps to judge to what level the survey were successful in managing questions that measure 

a person's opinion. Regression is carried out for the Liker’s five point scale for each and 

every activity technique, for the assessment of HRM  and for the economical development of 

organization with respect to human capital and knowledge management. 

 

7.7.3 Regression Results: Reliability Statistics for seven activity I, e Human resource 

assessment with human resources, Cronbach's Alpha = 0 .663, Cronbach's Alpha Based On 

Standardized Items = 0 .546, N of Items = 09. As we see the values in  Item-Total Statistics 

chart,  Cranach’s Alpha for if  each item is Deleted  from total 09 items,   the average 

Cronbach's Alpha of the remaining 09 items does not have large variation.  Cronbach's Alpha 
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is near to 0 .663 and 0 .546 which is good and acceptable.  As per Reliability Statistics, Item 

Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + 

correlated between inter item), Summary Item Statistics, Item-Total Statistics and Scale 

Statistics. All the 09 items which are considered for regression analysis are good 

correlated. Non of them are excluded, all items are accepted. 

 

7.7.4 Conclusion:   For the seventh activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.8 Career development: This is the eight activity of Human Resource Evaluation    

of HRM. The questioner is being framed stating that “Do you agree with the mentioned 

technique of Career development”?  This questioner is used for survey. The technique, 

method and procedure for HRE are as follows 

1. Career development 

2. Job analysis. 

3. ▪ Career plan. 

4. ▪ mentoring. 

5. ▪ tutoring. 

6. ▪ coaching. 

 

To obtain the objectives of the Research work, the attainment of the objectives are 

defined in terms of hypotheses. In order to realize one of the objectives i.e. Human 

Resources Evaluation(HRE) of each and every activities of Human Resource 

Management(HRM) which leads to basement of analysis and checking of organizational 

and economical performance the  

eighth hypothesis is formulated that is  
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Hypothesis: 8 

 

H08: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Career development, has to be checked. 

 

7.8.1 Survey results: The relationship between the HRE Technique on one of the 

activities of HRM i.e. Career development is in favor and acceptable because as per Likert 

Five Point scale, weight assignment for strongly agree is 5.  The various responses are in 

favour for strongly agreed for the defined Techniques, method procedures with respect to 

Eight Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (70-80%) which is acceptable. 

 

7.8.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Using Reliability Analysis 

it helps to judge in what way it is successful in constructing questions that measure a person's 

opinion. Regression is carried out for the Likerts five point scale for each and every activity 

technique, for the assessment of HRM and for the economical development of organization 

with respect to human capital and knowledge management. 

 

7.8.3 Regression Results: Reliability Statistics for eight activity I, e Career development 

with human resources, Cronbach's Alpha = 0 .775, Cronbach's Alpha Based On Standardized 

Items = 0.786, N of Items = 06. As we see the values in  Item-Total Statistics chart,  

Cranach’s Alpha for if  each item is Deleted  from total 06 items,   the average Cranach’s 

Alpha of the remaining 06 items does not have large variation.  Cronbach's Alpha is near to 0 

.775and 0.786 which is good and acceptable.  As per Reliability Statistics, Item Statistics 

(Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between 

inter item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 06 

items which are considered for regression analysis are good correlated. None of them 

are excluded, all items are accepted. 
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7.8.4 Conclusion:   For the eight activities, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.9 Human resource promotion: This is the ninth activity of Human Resource 

Evaluation    of HRM. The questioner is being framed stating that “Do you agree with the 

mentioned technique of Human resource promotion”?  This questioner is used for survey. 

The technique, method and procedure for HRE are as follows 

 

1. ▪ promotion 

2. granting gradations and stages in job. 

3. ▪ scientific, consulting body etc. 

4. major objectives and/or issues in the company. 

5. ▪ Job description. 

6. ▪ positions list. 

 

In order to attain the Research work objectives, the attainment of the objectives are defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation(HRE) of each and every activities of Human Resource Management(HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the ninth hypothesis is formulated that is Hypothesis: 9 

 

H09: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Human resource promotion has to be checked. 

 

7.9.1 Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Human resource promotion is in favor and acceptable because as per 

Likert Five Point scale, weight assignment for strongly agree is 5.  The various responses are 

in favour for strongly agreed for the defined Techniques, method procedures with respect to 
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Ninth Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (70-85%) which is acceptable. 

 

7.9.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Reliability Analysis helps 

in good judgment. Regression is carried out for the Likerts five point scale for each and every 

activity technique, for the assessment of HRM and for the economical development of 

organization with respect to human capital and knowledge management. 

 

7.9.3 Regression Results: Reliability Statistics for ninth activity I, e Human resource 

promotion with human resources, Cranach’s Alpha = 0 .776, Cronbach's Alpha Based On 

Standardized Items = 0 .776, N of Items = 06. As we see the values in  Item-Total Statistics 

chart,  Cranach’s Alpha for if  each item is Deleted  from total 06 items,   the average 

Cronbach's Alpha of the remaining 06 items does not have large variation.  Cronbach's Alpha 

is near to 0 .776and 0 .776 which is good and acceptable.  As per Reliability Statistics, Item 

Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + 

correlated between inter item), Summary Item Statistics, Item-Total Statistics and Scale 

Statistics. All the 06 items which are considered for regression analysis are good 

correlated. None of them are excluded, all items are accepted. 

 

7.9.4 Conclusion:   For the ninth activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.10 Relationships with special stakeholders:  This is the tenth activity of 

Human Resource Evaluation of HRM. The questioner is being framed stating that “Do you 

agree with the mentioned technique of Relationships with special stakeholder’s Human 
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resource promotion”?  This questioner is used for survey. The technique, method and 

procedure for HRE are as follows 

1. Special stakeholders Relationships 

2. ▪ stakeholders Inviting  to organization. 

3. ▪ stakeholders participation in company’s participative 

managerial body. 

4. ▪ stakeholders’ participation  in the organizational major events celebration. 

5. ▪ sending cards, gifts etc. to stakeholders  

6. ▪ financial incentives to the economic performances of the organization. 

7. ▪ Stakeholders’ sponsorship by the company. 

 

 

In order to attain the Research work, the attainment of the objectives is defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation(HRE) of each and every activities of Human Resource 

Management(HRM) which leads to basement of analysis and checking of 

organizational and economical performance the  tenth hypothesis is formulated that is 

Hypothesis: 10 

 

H10: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Relationships with special stakeholders have to be checked. 

 

7.10.1Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Relationships with special stakeholders is in favor and acceptable 

because as per Likert Five Point scale, weight assignment for strongly agree is 5.  The 

various responses are in favour for strongly agreed for the defined Techniques, method 

procedures with respect to Tenth Activity the mode of weight assignment (1-5) is 5. Out of 

Total response i.e. 20 the responded percentage of strongly agree is between (70%) which is 

acceptable. 

 

7.10.2 Regression analysis:  The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 
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Resource Management, organizational management, knowledge. Reliability Analysis helps 

in the survey . Regression is carried out for the Likerts five point scale for each and every 

activity technique, for the assessment of HRM and for the economical development of 

organization with respect to human capital and knowledge management. 

 

7.10.3 Regression Results: Reliability Statistics for tenth activity I, e Relationships with 

special stakeholders Cranach’s Alpha = 0 .578, Cronbach's Alpha Based On Standardized 

Items = 0 .620, N of Items = 09. As we see the values in  Item-Total Statistics chart,  

Cranach’s Alpha for if  each item is Deleted  from total 09 items,   the average Cronbach's 

Alpha of the remaining 09 items does not have large variation.  Cronbach's Alpha is near to 0 

.578and 0 .620which is good and acceptable.  As per Reliability Statistics, Item Statistics 

(Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between 

inter item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 09 

items which are considered for regression analysis are good correlated. None of them 

are excluded, all items are accepted. 

 

7.10.4 Conclusion:    For the tenth activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.11 Motivating human resources:  This is the eleventh activity of Human 

Resource Evaluation    of HRM. The questioner is being framed stating that “Do you agree 

with the mentioned technique of Motivating human resources”?  This questioner is used for 

survey. The technique, method and procedure for HRE are as follows 

 

1. ▪ Positive verbal feedback. 

2. ▪ Negative verbal feedback. 

3. ▪ extension of Job. 

4. ▪ enrichment of Job. 

5. ▪ Salary. 
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6. ▪ Bonus. 

7. ▪ Gratification. 

   

 

To obtain the objectives of the Research work, the attainment of the objectives are defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation(HRE) of each and every activities of Human Resource Management(HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the  eleventh hypothesis is formulated that is Hypothesis: 11 

 

H11: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Motivating human resources has to be checked. 

 

7.11.1Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Motivating human resources is in favor and acceptable because as per 

Likert Five Point scale, weight assignment for strongly agree is 5.  The various responses are 

in favour for strongly agreed for the defined Techniques, method procedures with respect to 

Eleventh Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (70-80%) which is acceptable.  

 

7.11.2 Regression analysis:  The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Regression is carried out for 

the Likerts five point scale for each and every activity technique, for the assessment of HRM 

and for the economical development of organization with respect to human capital and 

knowledge management. 

 

7.11.3 Regression Results: Reliability Statistics for eleventh activity I, e Motivating 

human resources Cranach’s Alpha = 0 .536, Cronbach's Alpha Based On Standardized Items 

= 0 .513, N of Items = 07. As we see the values in  Item-Total Statistics chart,  Cranach’s 

Alpha for if  each item is Deleted  from total 07 items,   the average Cronbach's Alpha of the 

remaining 07 items does not have large variation.  Cronbach's Alpha is near to 0 .536 and 0 
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.513 which is good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, 

SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between inter 

item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 07 items 

which are considered for regression analysis are good correlated. None of them are 

excluded, all items are accepted. 

 

7.11.4 Conclusion:   For the eleventh activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.12 Human resource labor and social protection:  This is the twelfth 

activity of Human Resource Evaluation    of HRM. The questioner is being framed stating 

that “Do you agree with the mentioned technique of Human resource labor and social 

protection”?  This questioner is used for survey. The technique, method and procedure for 

HRE are as follows 

 

1. HR labor protection training. 

2. labor protection training. 

3. ▪ Labor protection and safety standards. 

4. ▪ Minimum salary. 

5. ▪ Salary indexation. 

6. ▪ Individual labor contract. 

7. ▪ Unemployment compensation. 

8. ▪ Collective labor contract. 

9. ▪ dialog social meetings. 

10. ▪ Trade union. 

11. ▪ Enterprise committee. 

12. ▪ Negotiation. 
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To understand the Research work, the attainment of the objectives is defined in terms of 

hypotheses. In order to realize one of the objectives i.e. Human Resources Evaluation(HRE) 

of each and every activities of Human Resource Management(HRM) which leads to 

basement of analysis and checking of organizational and economical performance the  

twelfth hypothesis is formulated that is Hypothesis: 12 

 

H12: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Human resource labor and social protection has to be checked. 

 

7.12.1Survey results:   The relationship between the HRE Technique on one of the 

activities of HRM i.e. Human resource labor and social protection is in favor and acceptable 

because as per Likert Five Point scale, weight assignment for strongly agree is 5.  The 

various responses are in favour for strongly agreed for the defined Techniques, method 

procedures with respect to Twelfth Activity the mode of weight assignment (1-5) is 5. Out of 

Total response i.e. 20 the responded percentage of strongly agree is between (70-85%) which 

is acceptable. 

 

7.12.2  Regression analysis:  The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Regression is carried out for 

the Likerts five point scale for each and every activity technique, for the assessment of HRM 

and for the economical development of organization with respect to human capital and 

knowledge management. 

 

7.12.3 Regression Results: Reliability Statistics for twelfth   activity I, e Human 

resource labor and social protection Cranach’s Alpha = 0 .595, Cronbach's Alpha Based On 

Standardized Items = 0 .589, N of Items = 12. As we see the values in  Item-Total Statistics 

chart,  Cranach’s Alpha for if  each item is Deleted  from total 12 items,  the average 

Cronbach's Alpha of the remaining 12 items does not have large variation.  Cronbach's Alpha 

is near to 0 .595 and 0 .589 which is good and acceptable.  As per Reliability Statistics, Item 

Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + 
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correlated between inter item), Summary Item Statistics, Item-Total Statistics and Scale 

Statistics. All the 12 items which are considered for regression analysis are good 

correlated. None of them are excluded, all items are accepted. 

 

7.12.4 Conclusion:   For the twelfth activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.13 Modeling the organizational culture:  This is the thirteenth activity of 

Human Resource Evaluation    of HRM. The questioner is being framed stating that “Do you 

agree with the mentioned technique of modeling the organizational culture”?  This questioner 

is used for survey. The technique, method and procedure for HRE are as follows 

 

1. Modeling the organizational culture 

2. Organizational culture audit. 

3. ▪ Organizational transformation. 

4. ▪ stories. 

5. ▪ myths. 

6. ▪ rituals 

7. ▪ ceremonies. 

8. ▪ Case analysis. 

9. ▪ change of employee role. 

10. ▪ Employee status remodeling. 

11. ▪ Formal organizational norm. 

12. ▪ Organizational norm. 

13. ▪ The Lundberg model. 

14. ▪ The Schein model. 

15. ▪ Leadership. 
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 To have the knowledge of Research work, the attainment of the objectives is defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation(HRE) of each and every activities of Human Resource Management(HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the  thirteenth hypothesis is formulated that is Hypothesis: 13 

H13: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Modeling the organizational culture has to be checked. 

 

7.13.1Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. Modeling the organizational culture is in favor and acceptable because 

as per Likert Five Point scale, weight assignment for strongly agree is 5.  The various 

responses are in favour for strongly agreed for the defined Techniques, method procedures 

with respect to Thirteen Activity the mode of weight assignment (1-5) is 5. Out of Total 

response i.e. 20 the responded percentage of strongly agree is between (70-80%) which is 

acceptable. 

 

7.13.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Using Reliability Analysis 

it helps to judge to manners it was successful in constructing questions. Regression is carried 

out for the Liker’s five point scale for each and every activity technique, for the assessment 

of HRM and for the economical development of organization with respect to human capital 

and knowledge management. 

 

7.13.3 Regression Results: Reliability Statistics for thirteenth activity i, e Modeling the 

organizational culture of human resource Cronbach's Alpha = 0 .648, Cronbach's Alpha Based 

On Standardized Items = 0 .612, N of Items = 15. As we see the values in  Item-Total 

Statistics chart,  Cranach’s Alpha for if  each item is Deleted  from total 15 items,  the 

average Cronbach's Alpha of the remaining 15 items does not have large variation.  

Cronbach's Alpha is near to 0 .648 and  
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0 .612 which is good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, 

SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between inter 

item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 15 items 

which are considered for regression analysis are good correlated. None of them are 

excluded, all items are accepted. 

 

7.13.4Conclusion:   For the thirteenth activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.14 The efficiency of using human resources:  This is the fourteenth 

activity of Human Resource Evaluation    of HRM. The questioner is being framed stating 

that “Do you agree with the mentioned technique of the efficiency of using human 

resources”?  This questioner is used for survey. The technique, method and procedure for 

HRE are as follows 

 

1. The efficiency of using human resources 

2. ▪ work productivity 

3. per employee. 

4. ▪ Salary costs. 

5. ▪ Staff costs. 

6. ▪ Average profit per employee. 

7. ▪ Dividend. 

8. ▪ Company’s share. 

To get the objectives of the Research work, the attainment of the objectives are defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation (HRE) of each and every activities of Human Resource Management (HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the fourteenth hypothesis is formulated that is Hypothesis: 14 
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H14: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  The efficiency of using human resources has to be checked. 

 

7.14.1Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. The efficiency of using human resources is in favor and acceptable 

because as per Likert Five Point scale, weight assignment for Strongly agree is 5.  The 

various responses are in favour for strongly agreed for the defined Techniques, method 

procedures with respect to Fourteen Activity the mode of weight assignment (1-5) is 5. Out 

of Total response i.e. 20 the responded percentage of strongly agree is between (70-90%) 

which is acceptable. 

 

7.14.2 Regression analysis:  The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Regression is carried out for 

the Likerts five point scale for each and every activity technique, for the assessment of HRM 

and for the economical development of organization with respect to human capital and 

knowledge management. 

 

7.14.3 Regression Results:  Reliability Statistics for fourteenth activity i, e efficiency of 

using human resources Cronbach’s Alpha = 0 .652, Cronbach's Alpha Based On Standardized 

Items = 0 .673, N of Items = 07. As we see the values in  Item-Total Statistics chart,  

Cronbach's Alpha for if  each item is Deleted  from total 07 items,  the average Cronbach's 

Alpha of the remaining 07 items does not have large variation.  Cronbach's Alpha is near to 0 

.652 and 0 .673 which is good and acceptable.  As per Reliability Statistics, Item Statistics 

(Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between 

inter item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 07 

items which are considered for regression analysis are good correlated. None of them 

are excluded, all items are accepted. 
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7.14.4 Conclusion: For the fourteenth activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.15 Modeling the organizational performance:  This is the fifteenth 

activity of Human Resource Evaluation    of HRM. The questioner is being framed stating 

that “Do you agree with the mentioned technique of Modeling the organizational 

performance”?  This questioner is used for survey. The technique, method and procedure for 

HRE are as follows 

 

1. Organization Performance  

2. Measuring Efficiency 

3. Business efficiency 

4. Performance of 

5. Input out ratio 

6. Identification 

7. Of efficient process 

8. To convert input output 

9. Efficient conversion 

10. Of input to output 

11. Using optional process implementation 

12. To maximize output porters 

13. Total productivity 

14. Maintenance system 

15. Suggest min six loses 

16. Reduced yield from startup 

17. stable production 

18. Process defects 

19. Reduced speed 
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20. Idling and minor stoppages 

21. Setup and adjustment 

22. Organization efficiency 

23. Organization structure 

24. Culture community 

25. Productivity profitability 

26. quality 

27. Measuring organization 

28. Efficiency by 

29. Organization strategy 

30. Corporate structure design 

31. Management and business system building 

32. Development of corp and empty task 

33. Motivation of staff 

 

To know the objectives of the Research work, the attainment of the objectives are defined in 

terms of hypotheses. In order to realize one of the objectives i.e. Human Resources 

Evaluation (HRE) of each and every activities of Human Resource Management (HRM) 

which leads to basement of analysis and checking of organizational and economical 

performance the fifteenth hypothesis is formulated that is Hypothesis: 15 

 

H15: Organizational performance excellence has to be checked Organizational performance 

excellence can be checked by two indicator   i,e Efficiency and Effectiveness. Effectiveness 

performance indications measures company’s progress towards goals achievement, mission 

fulfillment and overall performance of organization. Efficiency is another performance 

indicator which measure organization relations pertaining to input, output, and successful 

conversion of input to out put. 

 

7.15.1 Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. The efficiency of using human resources is in favor and acceptable 

because as per Likert Five Point scale, weight assignment for Strongly agree is 5.  The 

various responses are in favour for strongly agreed for the defined Techniques, method 
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procedures with respect to Fourteen Activity the mode of weight assignment (1-5) is 5. Out 

of Total response i.e. 5 the responded percentage of strongly agree is between (60-100%) 

which is acceptable. 

 

7.15.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Reliability Analysis helps 

survey successful. Regression is carried out for the Likerts five point scale for each and every 

activity technique, for the assessment of HRM and for the economical development of 

organization with respect to human capital and knowledge management. 

 

7.15.3 Regression Results: Reliability Statistics for fifteenth activity i, e organizational 

performance Cranach’s Alpha =0.533, Cronbach's Alpha Based On Standardized Items = 0 

.431, N of Items = 33. As we see the values in  Item-Total Statistics chart,  Cranach’s Alpha 

for if  each item is Deleted  from total 33 items,  the average Cronbach's Alpha of the 

remaining 33 items does not have large variation.  Cronbach's Alpha is near to 0.533 and 0 

.431 which is good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, 

SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between inter 

item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 33 items 

which are considered for regression analysis are good correlated. Some of the items are 

excluded .Organization Performance, Performance of input out ratio, Management and 

business system building, motivation of staff and all other  items are accepted. 

 

7.15.4 Conclusion:    For the fifteenth activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 

 

7.16 Knowledge management excellence:  This is the sixteenth activity of 

Human Resource Evaluation    of HRM. The questioner is being framed stating that “Do you 
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agree with the mentioned technique of modeling the Knowledge management excellence”?  

This questioner is used for survey. The technique, method and procedure for HRE are as 

follows 

 

1. Strategic  priority management  commitment 

2. Alignment of knowledge management goals and practices with organizational 

business strategies. 

3. Long term goals strategic commitment. 

4. Knowledge of business and industries. 

5. Assessment of competitors and suppliers. 

6. Strategic and knowledge assets. 

7. Assemble the new knowledge and  intellectual capital to annual report. 

8. Link km to value creation. 

9. Economic returns  

10. Presentation deliverable. 

11. Contribution of its knowledge repository to closing sales. 

12. Senior management support. 

13. Define and understand organizational knowledge. 

14. knowledge development in the company. 

15. Definition and mapping organization knowledge. 

16. Acquiring, retaining building and retaining those assets. 

17. Managing Knowledge management, Capturing, combining, connection, repeating 

Knowledge management excellence has to be checked. 

Knowledge management can contribute to organizational performance by 

 Set strategic priority and management commitment for Km to enhance 

Organizational    performance. 

 Define and understand organizational knowledge to enhance its performance  

 Maintain the knowledge environments and management the knowledge, 

boasts the organizational performance 

 

7.16.1 Survey results:  The relationship between the HRE Technique on one of the 

activities of HRM i.e. The efficiency of using human resources is in favor and acceptable 
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because as per Likert Five Point scale, weight assignment for Strongly agree is 5.  The 

various responses are in favour for strongly agreed for the defined Techniques, method 

procedures with respect to Fourteen Activity the mode of weight assignment (1-5) is 5. Out 

of Total response i.e. 5 the responded percentage of strongly agree is between (60-100%) 

which is acceptable. 

 

7.16.2 Regression analysis: The analysis is carried out to determine which Activities, 

methods, techniques and Procedure is acceptable and preferred in Evaluating the Human 

Resource Management, organizational management, knowledge. Regression is carried out for 

the Likerts five point scale for each and every activity technique, for the assessment of HRM 

and for the economical development of organization with respect to human capital and 

knowledge management. 

 

7.16.3Regression Results: Reliability Statistics for sixteenth activity i, e Knowledge 

management excellence Cronbach's Alpha =0 .417, Cronbach's Alpha Based On Standardized 

Items = 0.515, N of Items = 17. As we see the values in  Item-Total Statistics chart,  

Cronbach's Alpha for if  each item is Deleted  from total 17 items,  the average Cronbach's 

Alpha of the remaining 17 items does not have large variation.  Cronbach's Alpha is near to 

0.417 and 0 .515 which is good and acceptable.  As per Reliability Statistics, Item Statistics 

(Mean=4, SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between 

inter item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 17 

items which are considered for regression analysis are good correlated and accepted. 

 

7.16.4 Conclusion:   For the sixteenth activity, based on the literature, Survey results, 

regression analysis and regression results, all the techniques, methods and procedures for 

HRE are acceptable. Organization can select these any required techniques according to their 

requirement, situation and type of organization for their organizational and economical 

growth. 
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  Chapter 8           

 

        Detailed Results, Discussion and Conclusions 

 

Human Resource Evaluation (HRE) of various activities, methods, techniques and 

procedures for the conclusion of HRM  organizational performance, KM and hypothesis 

defined for HRM, KM, and OP etc are as follows: 

 

Human Resource Evaluation (HRE) of various activities, methods, techniques and 

procedures for the conclusion of Human Resource Management (HRM) are as follows: 

 

8.1 Hypothesis: 1 

 

H01: The significant relationship of adapting HRE technique on one of the activities of HRM 

i.e.  Determining the requirements for human resources has to be checked. 

 

8.1.1 Conclusion of H01 and results of survey, data analysis are as follows 

 

The relationship between the HRE Technique on one of the activities of HRM i.e. Activity: 1 

Determining the requirements for human resources is in favour and acceptable because as per 

Likert Five Point scale, weight assignment for Strongly agree is 5.  The various response are 

in favour for Strongly agree for  the defined Techniques, method procedures with respect to 

first Activity and the mode of weight assignment(1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (65-90%) which is acceptable. 

 

8.1.2 Conclusion and results of Regression analysis H01  

Reliability Statistics for Determining the requirements for human resources (DRHR) 

Cranach’s Alpha = 0.799, Cronbach's Alpha Based On Standardized Items =0 .845, N of 

Items = 10. As we see the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  

each item is Deleted  from total 10 items,   the average Cronbach's Alpha of the remaining 9 
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items does not have large variation.  Cronbach's Alpha is near to 0.799 and 0.845 which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 10 items which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

 Results of Reliability Statistics, data analysis for [H01], Determining the requirements 

for human resources is shown in annexure 

 

8.2 Hypothesis: 2 

H02: The significant relationship of adapting HRE technique on one of the activities of HRM 

i.e.  Forecasting the requirements for human resources has to be checked. 

 

8.2.1 Conclusion of H02 and results of survey , data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. Activity: 2 

Forecasting of resources is in favour and acceptable because as per Likert Five Point scale, 

weight assignment for strongly agree is 5.  The various response are in favour for Strongly 

agree for  the defined Techniques, method procedures with respect to Second Activity and 

the mode of weight assignment(1-5) is 5. Out of Total response i.e. 20 the responded 

percentage of strongly agree is between (75-90%) which is acceptable. 

 

8.2.2 Conclusion and results of Regression analysis H02 FRFHR) 

Reliability Statistics for second activity I, e Forecasting the requirements for human 

resources, Cranach’s Alpha = 0.605, Cronbach's Alpha Based On Standardized Items = 0.718, 

N of Items = 17. As we see the values in  Item-Total Statistics chart,  Cranach’s Alpha for if  

each item is Deleted  from total 17 items,   the average Cronbach's Alpha of the remaining 16 

items does not have large variation.  Cronbach's Alpha is near to 0.605 and 0.718which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 17 items which are 
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considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

Results of Reliability Statistics, data analysis for [H02], Forecasting the requirements 

for human resources is in annexure 

 

8.3 Hypothesis: H03 

 

H03: The significant relationship of adapting HRE technique on one of the activities of HRM 

i.e.  Recruiting and selecting, has to be checked. 

 

8.3.1 Conclusion of H03 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. Activity: 3 

Recruiting and selecting for human resources is in favour and acceptable because as per 

Likert Five Point scale, weight assignment for Strongly agree is 5.  The various responses are 

in favour for strongly agreed for the defined Techniques, method procedures with respect to 

Third Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (75-85%) which is acceptable. 

 

8.3.2 Conclusion and results of Regression data analysis H03  

 

Reliability Statistics for third activity I, e Recruiting and selecting for human resources, 

 Cronbach's Alpha = 0 .637, Cronbach's Alpha Based On Standardized Items = 0 .606, N of 

Items = 14. As we see the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  

each item is Deleted  from total 14 items,   the average Cronbach's Alpha of the remaining 14 

items does not have large variation.  Cronbach's Alpha is near to 0.637 and 0.606which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 14 items which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 
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Results of Reliability Statistics, data analysis for [H03], Recruiting and selecting is in 

annexure 

 

8.4 Hypothesis: 4 

 

H04: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Integrating employees has to be checked. 

 

8.4.1 Conclusion of H04 and results of survey, data analysis are as follows 

 The relationship between the HRE Technique on one of the activities of HRM i.e. 

Integrating employees for human resources is in favour and acceptable because as per Likert 

Five Point scale, weight assignment  for Strongly agree is 5.  The various responses are in 

favour for strongly agreed for the defined Techniques, method procedures with respect to 

Fourth Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (80%) which is acceptable. 

8.4.2 Conclusion and results of Regression analysis H04  

 

Reliability Statistics for fourth activity I, e Integrating employees for human resources, 

 Cranach’s Alpha = 0 .517, Cronbach's Alpha Based On Standardized Items = 0 .518, N of 

Items = 09. As we see the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  

each item is Deleted  from total 09 items,   the average Cronbach's Alpha of the remaining 09 

items does not have large variation.  Cronbach's Alpha is near to 0 .517and 0 .518which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 09 items   which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

Results of Reliability Statistics, data analysis for [H04], e Integrating employees for 

human resources is in annexure 
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8.5 Hypothesis: 5 

 

H05: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Training human resources has to be checked. 

 

8.5.1 Conclusion of H05 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. Training 

human resources is in favor and acceptable because as per Likert Five Point scale, weight 

assignment  for Strongly agree is 5.  The various responses are in favour for strongly agreed 

for the defined Techniques, method procedures with respect to Fifth Activity the mode of 

weight assignment (1-5) is 5. Out of Total response i.e. 20 the responded percentage of 

strongly agree is between (70-90%) which is acceptable. 

 

8.5.2 Conclusion and results of Regression analysis H05  

 

Reliability Statistics for fifth activity I, e Training human resources for human resources, 

 Cronbach's Alpha = 0 .444, Cronbach's Alpha Based On Standardized Items = 0 .543, N of 

Items = 09. As we see the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  

each item is Deleted  from total 09 items,   the average Cronbach's Alpha of the remaining 09 

items does not have large variation.  Cronbach's Alpha is near to 0 .444and 0 .543which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 22 items which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

Results of Reliability Statistics, data analysis for [H05],   Training human resources is 

shown below in annexure 
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8.6 Hypothesis: 6 

 

H06: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Communicating with human resources has to be checked. 

 

8.6.1 Conclusion of H06 and results of survey, data analysis are as follows 

 The relationship between the HRE Technique on one of the activities of HRM i.e.  

Communicating with human resources is in favor and acceptable because as per Likert Five 

Point scale, weight assignment for Strongly agree is 5.  The various are in favour for strongly 

agreed for the defined Techniques, method procedures with respect to Sixth Activity the 

mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the responded percentage 

of strongly agree is between (70-90%) which is acceptable. 

 

8.6.2 Conclusion and results of Regression analysis H06  

 

Reliability Statistics for sixth activity I, e communicating with human resources, 

 Cranach’s Alpha = 0 .756, Cranach’s Alpha Based On Standardized Items = 0 .748, N of 

Items = 05. As we see the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  

each item is Deleted  from total 05 items,   the average Cronbach's Alpha of the remaining 05 

items does not have large variation.  Cronbach's Alpha is near to 0 .756and 0 .748 which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 05 items which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

Results of Reliability Statistics, data analysis for [H06],   Communicating with human 

resources is in annexure 
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8.7 Hypothesis: 7 

 

H07: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Human resource assessment has to be checked. 

 

8.7.1 Conclusion of H07 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. Human 

resource assessment is in favor and acceptable because as per Likert Five Point scale, weight 

assignment for strongly agree is 5.  The various responses are in favour for strongly agreed 

for the defined Techniques, method procedures with respect to Seventh Activity the mode of 

weight assignment (1-5) is 5. Out of Total response i.e. 20 the responded percentage of 

strongly agree is between (70-85%) which is acceptable. 

 

 

8.7.2 Conclusion and results of Regression analysis H07  

Reliability Statistics for seven activity I, e Human resource assessment with human 

resources, Cronbach's Alpha = 0 .663, Cronbach's Alpha Based On Standardized Items =  

0 .546, N of Items = 09. As we see the values in  Item-Total Statistics chart,  Cranach’s Alpha 

for if  each item is Deleted  from total 09 items,   the average Cronbach's Alpha of the 

remaining 09 items does not have large variation.  Cronbach's Alpha is near to 0 .663and  

0 .546 which is good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, 

SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between inter 

item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 09 items 

which are considered for regression analysis are good correlated. None of them are 

excluded, all items are accepted. 

 

Results of Reliability Statistics, data analysis for [H07],     Human resource assessment 

with human resources is in annexure 
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8.8 Hypothesis: 8  

 

H08: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Career development, has to be checked. 

 

8.8.1 Conclusion of H08 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. Career 

development is in favour and acceptable because as per Likert Five Point scale, weight 

assignment for strongly agree is 5.  The various responses are in favour for strongly agreed 

for the defined Techniques, method procedures with respect to Eight Activity the mode of 

weight assignment (1-5) is 5. Out of Total response i.e. 20 the responded percentage of 

strongly agree is between (70-80%) which is acceptable. 

 

8.8.2 Conclusion and results of Regression analysis H08  

 

Reliability Statistics for eight activity I, e Career development with human resources, 

Cronbach's Alpha = 0 .775, Cronbach's Alpha Based on Standardized Items = 0.786, N of 

Items = 06. As we see the values in  Item-Total Statistics chart,  Cranach’s Alpha for if  each 

item is Deleted  from total 06 items,   the average Cronbach's Alpha of the remaining 06 

items does not have large variation.  Cronbach's Alpha is near to 0 .775and 0.786 which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 06 items which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

Results of Reliability Statistics, data analysis for [H08], Career development with 

human resources is in annexure 
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8.9 Hypothesis: 9 

 

H09: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Human resource promotion has to be checked. 

 

8.9.1 Conclusion of H09 and results of survey, data analysis are as follows 

 The relationship between the HRE Technique on one of the activities of HRM i.e. Human 

resource promotion is in favor and acceptable because as per Likert Five Point scale, weight 

assignment for strongly agree is 5.  The various responses are in favour for strongly agreed 

for the defined Techniques, method procedures with respect to Ninth Activity the mode of 

weight assignment (1-5) is 5. Out of Total response i.e. 20 the responded percentage of 

strongly agree is between (70-85%) which is acceptable. 

 

8.9.2 Conclusion and results of Regression analysis H09  

 

Reliability Statistics for ninth activity I, e Human resource promotion with human resources, 

Cronbach's Alpha = 0 .776, Cronbach's Alpha Based on Standardized Items = 0 .776, N of 

Items = 06. As we see the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  

each item is Deleted  from total 06 items,   the average Cronbach's Alpha of the remaining 06 

items does not have large variation.  Cronbach's Alpha is near to 0 .776and 0 .776 which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 06 items which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

Results of Reliability Statistics, data analysis for [H09], Human resource promotion 

with human resources is in annexure 
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8.10 Hypothesis: 10 

 

H10: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Relationships with special stakeholders have to be checked. 

 

8.10.1 Conclusion of H10 and results of survey, data analysis are as follows 

 The relationship between the HRE Technique on one of the activities of HRM i.e. 

Relationships with special stakeholders is in favour and acceptable because as per Likert Five 

Point scale, weight assignment for strongly agree is 5.  The various responses are in favour 

for strongly agreed for the defined Techniques, method procedures with respect to Tenth 

Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (70%) which is acceptable. 

 

8.10.2 Conclusion and results of Regression analysis H10  

 

Reliability Statistics for tenth activity I, e Relationships with special stakeholders Cronbach’s 

Alpha = 0 .578, Cronbach's Alpha Based On Standardized Items = 0 .620, N of Items = 09. As 

we see the values in  Item-Total Statistics chart,  Cranach’s Alpha for if  each item is Deleted  

from total 09 items,   the average Cronbach's Alpha of the remaining 09 items does not have 

large variation.  Cronbach's Alpha is near to 0 .578and 0 .620which is good and acceptable.  

As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix 

(Correlation = < 1 and + correlated between inter item), Summary Item Statistics, Item-Total 

Statistics and Scale Statistics. All the 09 items which are considered for regression 

analysis are good correlated. None of them are excluded, all items are accepted. 

 

Results of Reliability Statistics, data analysis for [H10], Relationships with special 

stakeholders is in annexure 
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8.11 Hypothesis: 11 

 

H11: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Motivating human resources has to be checked. 

 

8.11.1 Conclusion of H11 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. Motivating 

human resources is in favor and acceptable because as per Likert Five Point scale, weight 

assignment for strongly agree is 5.  The various responses are in favour for strongly agreed 

for the defined Techniques, method procedures with respect to Eleventh Activity the mode of 

weight assignment (1-5) is 5. Out of Total response i.e. 20 the responded percentage of 

strongly agree is between (70-80%) which is acceptable.  

 

8.11.2 Conclusion and results of Regression analysis H11  

 

Reliability Statistics for eleventh activity I, e Motivating human resources Cronbach's Alpha 

= 0 .536, Cronbach's Alpha Based On Standardized Items = 0 .513, N of Items = 07. As we see 

the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  each item is Deleted  from 

total 07 items,   the average Cronbach's Alpha of the remaining 07 items does not have large 

variation.  Cronbach's Alpha is near to 0 .536 and 0 .513 which is good and acceptable.  As per 

Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix 

(Correlation = < 1 and + correlated between inter item), Summary Item Statistics, Item-Total 

Statistics and Scale Statistics. All the 07 items which are considered for regression 

analysis are good correlated. None of them are excluded, all items are accepted. 

 

Results of Reliability Statistics, data analysis for [H11], Motivating human resources is 

shown below in annexure 
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8.12 Hypothesis: 12 

 

H12: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Human resource labor and social protection has to be checked. 

  

8.12.1 Conclusion of H12 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. Human 

resource labor and social protection is in favor and acceptable because as per Likert Five 

Point scale, weight assignment for strongly agree is 5.  The various responses are in favour 

for strongly agreed for the defined Techniques, method procedures with respect to Twelfth 

Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (70-85%) which is acceptable. 

 

8.12.2 Conclusion and results of Regression analysis H12  

 

Reliability Statistics for twelfth   activity I, e Human resource labor and social protection 

Cronbach's Alpha = 0 .595, Cronbach's Alpha Based On Standardized Items = 0 .589, N of 

Items = 12. As we see the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  

each item is Deleted  from total 12 items,  the average Cronbach's Alpha of the remaining 12 

items does not have large variation.  Cronbach's Alpha is near to 0 .595 and 0 .589 which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 12 items which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

Results of Reliability Statistics, data analysis for [H12], Human resource labor and 

social protection is in annexure 
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8.13 Hypothesis: H013 

 

H13: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  Modeling the organizational culture has to be checked. 

 

8.13.1 Conclusion of H13 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. Modeling 

the organizational culture is in favor and acceptable because as per Likert Five Point scale, 

weight assignment for strongly agree is 5.  The various responses are in favour for strongly 

agreed for the defined Techniques, method procedures with respect to Thirteen Activity the 

mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the responded percentage 

of strongly agree is between (70-80%) which is acceptable. 

 

8.13.2 Conclusion and results of Regression analysis H13  

 

Reliability Statistics for thirteenth activity i, e Modeling the organizational culture of human 

resource Cronbach's Alpha = 0 .648, Cronbach's Alpha Based on Standardized Items = 0 .612, 

N of Items = 15. As we see the values in  Item-Total Statistics chart,  Cranach’s Alpha for if  

each item is Deleted  from total 15 items,  the average Cronbach's Alpha of the remaining 15 

items does not have large variation.  Cronbach's Alpha is near to 0 .648 and  

0 .612 which is good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, 

SD< 1), Inter-Item Correlation Matrix (Correlation = < 1 and + correlated between inter 

item), Summary Item Statistics, Item-Total Statistics and Scale Statistics. All the 15 items 

which are considered for regression analysis are good correlated. None of them are 

excluded, all items are accepted. 

 

Results of Reliability Statistics, data analysis for [H13], Modeling the organizational 

culture of human resource is in annexure 
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8.14 Hypothesis: 14 

 

H14: The importance relationship of adapting HRE technique on one of the activities of 

HRM i.e.  The efficiency of using human resources has to be checked. 

 

8.14.1 Conclusion of H14 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. The 

efficiency of using human resources is in favor and acceptable because as per Likert Five 

Point scale, weight assignment for Strongly agree is 5.  The various responses are in favour 

for strongly agreed for the defined Techniques, method procedures with respect to Fourteen 

Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 20 the 

responded percentage of strongly agree is between (70-90%) which is acceptable. 

 

8.14.2 Conclusion and results of Regression analysis H14  

 

Reliability Statistics for fourteenth activity i, e efficiency of using human resources 

Cronbach’s Alpha = 0 .652, Cronbach's Alpha Based on Standardized Items = 0 .673, N of 

Items = 07. As we see the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  

each item is Deleted  from total 07 items,  the average Cronbach's Alpha of the remaining 07 

items does not have large variation.  Cronbach's Alpha is near to 0 .652 and 0 .673 which is 

good and acceptable.  As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-

Item Correlation Matrix (Correlation = < 1 and + correlated between inter item), Summary 

Item Statistics, Item-Total Statistics and Scale Statistics. All the 07 items which are 

considered for regression analysis are good correlated. None of them are excluded, all 

items are accepted. 

 

Results of Reliability Statistics, data analysis for [H14], The efficiency of using human 

resources is in annexure 
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8.15 Hypothesis: 15 

 

H15: Organizational performance excellence has to be checked Organizational performance 

excellence can be checked by two indicator   i,e Efficiency and Effectiveness. Effectiveness 

performance indications measures company’s progress towards goals achievement, mission 

fulfillment and overall performance of organization. Efficiency is another performance 

indicator which measure organization relations pertaining to input, output, and successful 

conversion of input to out put. 

 

8.15.1 Conclusion of H15 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. The 

efficiency of using human resources is in favor and acceptable because as per Likert Five 

Point scale, weight assignment for Strongly agree is 5.  The various responses are in favour 

for strongly agreed for the defined Techniques, method procedures with respect to Fourteen 

Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 5 the responded 

percentage of strongly agree is between (60-100%) which is acceptable. 

 

8.15.2 Conclusion and results of Regression analysis H15  

 

Reliability Statistics for fifteenth activity i, e organizational performance Cranach’s Alpha 

=0.533, Cronbach's Alpha Based On Standardized Items = 0 .431, N of Items = 33. As we see 

the values in  Item-Total Statistics chart,  Cronbach's Alpha for if  each item is Deleted  from 

total 33 items,  the average Cronbach's Alpha of the remaining 33 items does not have large 

variation.  Cronbach's Alpha is near to 0.533 and 0 .431 which is good and acceptable.  As per 

Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix 

(Correlation = < 1 and + correlated between inter item), Summary Item Statistics, Item-Total 

Statistics and Scale Statistics. All the 33 items which are considered for regression 

analysis are good correlated. Some of the items are excluded i,e   Organization 

Performance, Performance of input out ratio, Management and business system 

building, motivation of staff and all other  items are accepted. 
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Results of Reliability Statistics, data analysis for [H15],   organizational performance is 

in annexure 

 

8.16 Hypothesis: 16 

H16: Knowledge management excellence has to be checked 

Knowledge management can contribute to organizational performance by 

 Clearly define strategic priority and management commitment for Km to 

enhance Organizational    performance. 

 Define and understand organizational knowledge to enhance its performance  

 Maintain the knowledge environments and management the knowledge, 

boasts the organizational performance 

 

8.16.1 Conclusion of H16 and results of survey, data analysis are as follows 

The relationship between the HRE Technique on one of the activities of HRM i.e. The 

efficiency of using human resources is in favor and acceptable because as per Likert Five 

Point scale, weight assignment for Strongly agree is 5.  The various responses are in favour 

for strongly agreed for the defined Techniques, method procedures with respect to Fourteen 

Activity the mode of weight assignment (1-5) is 5. Out of Total response i.e. 5 the responded 

percentage of strongly agree is between (60-100%) which is acceptable. 

 

 

8.16.2   Conclusion of H16 (Regression analysis) 

 

Reliability Statistics for sixteenth activity i, e Knowledge management excellence Cronbach's 

Alpha =0 .417, Cronbach's Alpha Based On Standardized Items = 0.515, N of Items = 17. As 

we see the values in  Item-Total Statistics chart,  Cranach’s Alpha for if  each item is Deleted  

from total 17 items,  the average Cronbach's Alpha of the remaining 17 items does not have 

large variation.  Cronbach's Alpha is near to 0.417 and 0 .515 which is good and acceptable.  

As per Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix 

(Correlation = < 1 and + correlated between inter item), Summary Item Statistics, Item-Total 
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Statistics and Scale Statistics. All the 17 items which are considered for regression 

analysis are good correlated and accepted. 

 

Results of Reliability Statistics, data analysis for [H16], Knowledge management 

excellence is in annexure 
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9 Summary 

Human resource is one of the vital resources of organization which acts as initiator of all the 

economical activities of organization. It is very much essential to analysis and checks the 

working models or the frame work of the existing human resources in organization and then 

assesses and evaluates the efficient concepts, framework and models of various activities, 

methodology and techniques involved in the organizational activities. The concepts involved 

in this research analysis are HC, HRM, Intellectual Capital and knowledge Management. The 

foremost aim of the Research is to find human resource evaluation few activities of Human 

Resource Management of selected organization. The human resource evaluation of some of 

the activities of Human Resource Management of mentioned industries is done. The 

Statistical tools were used for analyzing the data. The data was collect from structured 

queries pertaining to (present research defined techniques, activities, methods and 

procedure).  For analysis of data Liker’s Five Point Scale was used.  The research work 

analyzed that majority of the responses are in favour of Strongly agree (weightage 

assignment -5) and % of response are in favour of Strongly agree is -70%-90% for all most 

the define activities, techniques, methods and procedures.  

 

  Regression, scale reliability analysis are carried out for various activities, methods, 

techniques, HRM, Knowledge management, Human capital, Intellectual capital, 

organizational performance etc showed that for all of the above. Cronbach's Alpha = 0.789, 

Cronbach's Alpha Based On Standardized Items =0 .844, N of Items. As we see the values in  

Item-Total Statistics chart,  Cronbach's Alpha for if  each item is Deleted  from total N items,   

the average Cronbach's Alpha of the remaining N items does not have large variation.  

Cronbach's Alpha is near to 0.739 and 0.841 which is good and acceptable.  As per 

Reliability Statistics, Item Statistics (Mean=4, SD< 1), Inter-Item Correlation Matrix 

(Correlation = < 1 and + correlated between inter item), Summary Item Statistics, Item-Total 

Statistics and Scale Statistics. All the N items which are considered for regression 

analysis are good correlated. Few of them are excluded, all items are accepted. 
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11 Annexure-1 

 

1.0 Results of Reliability Statistics, data analysis for [H01], Determining 

the requirements for human resources is shown below 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 1.1: Case process summary 

 

Table 1.2 : Reliability Statistics 

 

Table 1.3:  Item statistics 
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Table 1.4:  Item statistics 

 

Table 1.5 : Inter item correlation matrix1 

  

Table1. 6:   Inter item correlation matrix2 
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Table 1.7:  Summary Item statistics 

 

 

Table1. 8:  Item total statistics 

 

Table 1.9 :  scale statistics 

 

 

2.0 Results of Reliability Statistics, data analysis for [H02], Forecasting the 

requirements for human resources is shown below 
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Table 2.1: Case process summary 

 

 

Table 2.2 : Reliability Statistics 

 

 

Table 2.3:  Item statistics 
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Table 2.4:  Item statistics 

 

 

 

 

Table 2.5 : Inter item correlation matrix1 
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Table 2.6:   Inter item correlation matrix2 

 

 

Table 2.7:   Inter item correlation matrix3 
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Table 2.8:  Summary Item statistics 

 

 

 

Table 2.9:  Item total statistics 

 

Table 2.9.1 :  scale statistics 
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3.0 Results of Reliability Statistics, data analysis for [H03], Recruiting and 

selecting is shown below 

Table 3.1: Case process summary 

 

 

 

Table 3.2 : Reliability Statistics 

 

Table 3.3:  Item statistics 
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Table 3.4:  Item statistics 

 

Table 3.5 : Inter item correlation matrix1 
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Table 3.6:   Inter item correlation matrix2 

 

 

Table 3.7:   Inter item correlation matrix3 

 

Table 3.8:  Summary Item statistics 
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Table 3.9:  Item total statistics 

 

 

 

Table 3.9.1:  Item total statistics 

 

Table 3.9.2:  Scale statistics 

 

 

 

 

 

 

4.0 Results of Reliability Statistics, data analysis for [H04], e integrating 

employees for human resources is shown below 
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Table 4.1: Case process summary 

 

 

Table 4.2 : Reliability Statistics 

 

Table 4.3:  Item statistics 

 

 

 

 

 

Table 4.4:  Item statistics 
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Table 4.5 : Inter item correlation matrix1 

 

Table 4.6:   Inter item correlation matrix2 

 

Table 4.7:  Summary Item statistics 

 

Table 4.8:  Item total statistics 

 

 



129 
 

 

 

 

Table 4.9:  Item total statistics 

 

Table 4.9.1:  Scale  statistics 

 

 

5.0 Results of Reliability Statistics, data analysis for [H05],   Training 

human resources is shown below 

Table 5.1: Case process summary 

 

 

Table 5.2 : Reliability Statistics 

 

Table 5.3:  Item statistics 
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Table 5.4:  Item statistics 

 

Table 5.5:  Summary Item statistics 
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Table 5.6:  Item total statistics 

 

Table 5.7:  Item total statistics 

 

Table 5.8 :  scale statistics 
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6.0 Results of Reliability Statistics, data analysis for [H06],   

Communicating with human resources is shown below 

Table 6.1: Case process summary 

 

Table 6.2 : Reliability Statistics  

 

Table 6.3:  Item statistics 
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Table 6.4 : Inter item correlation matrix1 

 

Table 6.5:  Summary Item statistics 

 

Table 6.6:  Item total statistics 

 

Table 6.7:  Scale  statistics 
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7.0 Results of Reliability Statistics, data analysis for [H07], Human 

resource assessment with human resources is shown below 

Table 7.1: Case process summary 

 

Table 7.2 : Reliability Statistics 

 

Table 7.3:  Item statistics 

 

 

 

 

 

Table 7.4:  Item statistics 
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Table 7.5: Inter item correlation matrix1 

 

Table 7.6:   Inter item correlation matrix2 

 

Table 7.7:  Summary Item statistics 
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Table 7.8:  Item total statistics 

 

Table 7.9:  Item total statistics 

 

Table 7.9.1 :  scale statistics 

 

 

8.0 Results of Reliability Statistics, data analysis for [H08], Career 

development with human resources is shown below 

Table 8.1: Case process summary 
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Table 8.2 : Reliability Statistics 

 

Table 8.3:  Item statistics 

 

Table 8.4 : Inter item correlation matrix1 

 

Table 8.5:  Summary Item statistics 
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Table 8.6:  Item total statistics 

 

Table 8.7 :  scale statistics 

 

 

9.0 Results of Reliability Statistics, data analysis for [H09], Human 

resource promotion with human resources is shown below 

Table 9.1: Case process summary 

 

Table 9.2: Reliability Statistics  
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Table 9.3:  Item statistics 

 

Table 9.4 : Inter item correlation matrix1 

 

Table 9.5:  Summary Item statistics 

 

Table 9.6:  Item total statistics 
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Table 9.7 :  scale statistics 

 

 

10.0 Results of Reliability Statistics, data analysis for [H10], Relationships 

with special stakeholders is shown below 

 

Table 10.1: Case process summary 

 

Table 10.2 : Reliability Statistics  

 

Table 10.3:  Item statistics 
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Table 10.4:  Item statistics 

 

Table 10.5: Inter item correlation matrix1 

 

Table 10.6:   Inter item correlation matrix2 

 

Table 10.7:  Summary Item statistics 
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Table 10.8:  Item total statistics 

 

 

Table 10.9:  Item total statistics 

 

Table 10.9.1 :  Scale statistics 

 

 

11.0 Results of Reliability Statistics, data analysis for [H11], Motivating 

human resources is shown below 
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Table 11.1: Case process summary 

 

Table 11.2 : Reliability Statistics  

 

 

Table 11.3:  Item statistics 

 

Table 11.4: Inter item correlation matrix1 
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Table 11.5:   Inter item correlation matrix2 

  

Table 11.6:  Summary Item statistics 

 

Table 11.7:  Item total statistics 

 

Table 11.8:  Item total statistics 
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12.0 Results of Reliability Statistics, data analysis for [H12], Human 

resource labor and social protection is shown below 

 

Table 12.1: Case process summary 

 

Table 12.2 : Reliability Statistics 

 

Table 12.3:  Item statistics 

 

Table 12.4:  Item statistics 
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Table 12.5 : Inter item correlation matrix1 

 

Table 12.6:   Inter item correlation matrix2 

 

 

Table 12.7:   Inter item correlation matrix3 
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Table 12.8:  Summary Item statistics 

 

 

Table 12.9:  Item total statistics 
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Table 12.9.1 :  scale statistics 

 

 

13.0 Results of Reliability Statistics, data analysis for [H13], Modeling the 

organizational culture of human resource is shown below 

 

Table 13.1: Case process summary 

 

Table 13.2 : Reliability Statistics  

 

 

 

 

Table 13.3:  Item statistics 
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Table 13.4:  Item statistics 

 

 

 

Table 13.5: Inter item correlation matrix1 

 

Table 13.6 : Inter item correlation matrix1 
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Table 13.7:   Inter item correlation matrix2 
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Table 13.8:  Summary Item statistics 

 

Table 13.9:  Item total statistics 

 

 

14.0 Results of Reliability Statistics, data analysis for [H14], The efficiency 

of using human resources is shown below 

 

Table 14.1: Case process summary 
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Table 14.2: Reliability Statistics  

 

Table 14.3:  Item statistics 

 

Table 14.4:  Item statistics 

 

 

 

 

 

Table 14.5 : Inter item correlation matrix1 
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Table 14.6:   Inter item correlation matrix2 

 

Table 14.7:  Summary Item statistics 

 

Table 14.8:  Item total statistics 

 

Table 14.9 :  scale statistics 
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15.0 Results of Reliability Statistics, data analysis for [H15],   

organizational performance is shown below 

 

Table 15.1: Case process summary 

 

Table 15.2: Reliability Statistics  

 

 

Table 15.3:  Item statistics 
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Table 15.4: Inter item correlation matrix1 
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Table 15.5: Inter item correlation matrix2 
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Table 15.6: Inter item correlation matrix3 
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Table 15.7 : Inter item correlation matrix4 
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Table 15.8: Inter item correlation matrix5 
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Table 15.9: Inter item correlation matrix6 

 

 

 



163 
 

 

 

Table 15.9.1 : Inter item correlation matrix7 
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Table 15.9.2:  Summary Item statistics 
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Table 15.9.3:  Item total statistics 
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Table 15.9.4:  Item total statistics 

 

Table 15.9.5 :  scale statistics 

 

 

 

16.0 Results of Reliability Statistics, data analysis for [H16], Knowledge 

management excellence is shown below 

 

Table 16.1: Case process summary 

 

Table 16.2 : Reliability Statistics 
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Table 16.3:  Item statistics 

 

 

Table 16.4 : Inter item correlation matrix1 
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Table 16.5 : Inter item correlation matrix2 

 

Table 16.6 : Inter item correlation matrix3 

 

 

Table 16.7 : Inter item correlation matrix4 
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Table 16.8 : Inter item correlation matrix5 
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Table 16.9 : Inter item correlation matrix6 

 

Table 16.9.1 : Inter item correlation matrix7 
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Table 16.9.2:   Inter item correlation matrix8 

 

 

 

 

 

 

 

 

 

 

Table 16.9.3:  Summary Item statistics 

 

Table 16.9.4:  Item total statistics 
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Table 16.9.5:  Item total statistics 

 

Table 16.9.6:  Scale  statistics 
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12 Annexure -2 

Research Questionnaire 

(For Employees) 

 

Dear Sir/Madam, 

 

I am happy to inform you that I am doing research work where I am supposed to undestand 

the relationship between Human resource management, organization and industry. This 

questionnaire survey is to determine how effectively human resources are organized, 

deployed and satisfied with their work assignment. And new mentioned organization 

strategies are checked with the employees about their satisfaction and dissatisfaction. The 

organization performance strategies implemented are also checked.    It will not take more 

than 15 minutes to complete. You are welcome to take part in this survey and assist me in my 

research work. I assure you that the information provided by you will be kept strictly 

confidential and will be utilized for academic research purpose only. 

 

Thanks and Regards, 

 

Ramesh S Naik 

Research Scholar,  

 Dept. of Mechanical Engineering of the College/Institution: 

 B.L.D.E.A’sV.P.Dr.P.G.Halakatti College of Engineering 

 and Technology, Vijayapur -586103 affiliated to 

Visvesvaraya Technological University, Belgaum. 
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Framework and Model of Human Resource Evaluation for proposed 

activities 

Please answer by putting (√) in favor of your ratings in respective rows and 

column for activity/questioners asked. 

Sl. 
No. 

Activity/ 
Questioners 

Methods, 
Techniques 
and 
Procedures 

5-rating for 
Strongly agree 
members 

4-
rati
ng 
for 
Agr
ee 
mem
bers 

3-
rati
ng 
for 
Neut
ral 
mem
bers 

2-
rating 
for 
Disagr
ee 
member
s 

1-
rati
ng 
for 
Stro
ngly  
disa
gree 
mem
bers 

Mode % 
Strong
ly 
agree 

1 Do you agree 
with the 
mentioned 
technique of  
requirements 
for human 
resources? 

▪ jobs 
aspects 

 
     
     
     
     

 
 
 

      

▪ day to day 
work 
analysis 

 
     
     
     
     

 

      

instantaneo
us 
inspection 

 
     
     
     
     

 

      

▪ time 
maintainenc
e  

 
     
     
     
     

 

      

▪ workday 
aspects 

 
     
     
     
     

 

      

▪ standard 
administrati
ve times 
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▪ work 
determinati
on 

 
     
     
     
     

 

      

▪ the 
sitaution 

       

▪ 
extrapolatio
n 

 
     
     
     
     

 

      

▪ the 
statistics 
coefficient 

 
     
     
     
     

 

      

2 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Do you agree 
with the 
mentioned 
technique of 
Forecasting 
resources? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

▪ the  
company’s 
market 
demand 
products 

 
     
     
     
     

 

      

▪ the size of 
market and 
company’s 
product 

 
     
     
     
     

 

      

▪ the 
company’s 
forcast of 
product 

 
     
     
     
     

 

      

▪ the 
forecasts on 
national 
economy 

 
     
     
     
     

 

      

▪ the 
company’s 
turnover 

 
     
     
     
     

 

      

▪ the 
production 

 
     
     
     
     

 

      

▪ 
productivity  
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▪ trends 
explanation
s 

 
     
     
     
     

 

      

▪ the 
regression 
method 

 
     
     
     
     

 

      

 

Similarly for other activities/ questioners similar table is prepared and discussion/survey is done 

among Employees of organization/ industries. 
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