
PSYCHOLOGY AND EDUCATION (2021) 58(3): 4576-4581 

ISSN: 1553-6939 

 
 

4576 

www.psychologyandeducation.net 
 

INFLUENCE OF HUMAN RESOURCE MANAGEMENT (HRM) ON 

BUSINESS PERFORMANCE 

Sudipta Kumar Basu, Assistant Professor, Management and Social Science, Haldia Institute of Technology 

ABSTRACT 

In this paper the impact of human resource management (HRM) on business performance is investigated. 

The fundamental objective was to completely and methodicallly look at writing in the area of HRM, and 

business performance that brought about a succinct audit paper. A huge collection of writing tends to the 

HRM-business performance interface, accordingly there was a lot of space for a broad investigation of 

different articles. The discoveries show that there is a positive connection between HRM practices and in 

general business performance. Furthermore, HRM affects employee prosperity, productivity, and 

authoritative environment. Nonetheless, there is plausible that great HRM practices are not the reason for 

great business performance, but rather the other way around. This issue is tended to, and examined further in 

this current article. In view of the accumulated data, and got results, it is protected to recommend that this 

precise survey paper has a huge commitment to the current assortment of writing. Also, the paper can be 

utilized as a beginning stage for future exploration in the area of HRM practices and their effect on business 

performance. 
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I. INTRODUCTION 

A review directed by (Akhtar et al., 2008) proposed 

that there is a potential connection between 

satisfactory human resource management (HRM) 

and increment of business performance. 

Specifically, preparing and interior profession 

openings decidedly impacted item, and 

administration performance (Stavrou et al., 2010). 

Also, in the examination of (Björkman and 

Xiucheng, 2002), it was noticed that firm 

performance is emphatically corresponded with 

superior performance HRM frameworks. HRM 

frameworks are firmly connected with business 

techniques, along these lines it emphatically 

influences business performance too (Lee et al., 

2010). In any case, (Apospori et al., 2008) 

contended that HRM might affect organization 

performance in various conditions (topographical 

area, contenders, market and so forth) The impact of 

HRM frameworks relies upon different persuasive 

variables, and it isn't consistently sure how will 

specific human resource activities influence 

business performance (Subramony, 2009). It is 

careless to expect that HRM practices could 

absolutely further develop organization performance 

(Wall and Wood, 2016). 

In view of the referenced discoveries it is clear that 

there is space for future examination in this area. 

The point of this paper is to analyze the writing in 

the space of HRM and its effect on business 

performance. HRM is regularly significant for 

organizations to accomplish seriousness available 

(Pološki et al., 2008; Saha et al., 2017). Further, the 

seriousness of organizations is vital for long haul 

business greatness (Đorđevi et al., 2016). The 

connections between employees are intricate. In this 

way, the examination of what HRM frameworks 

mean for business performance is invited. 

There is an enormous assortment of writing on 

HRM frameworks, and the different impacts they 

have on employees. This current review gives a 

succinct precise audit of the effect that HRM has on 

organizations' seriousness, and generally business 

performance.  
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II. INDIVIDUAL STUDIES ON HUMAN 

RESOURCE MANAGEMENT (HRM) 

PRACTICES ON BUSINESS PERFORMANCE 

Results of individual studies between 1996 and 

2000 are mentioned below:  

 
Results of individual studies between 2003 and 

2006 are mentioned below:  

 
Results of individual studies published between 

2003 and 2006 are mentioned below:   

 
 

Results of individual studies published between 

2007 and 2010 are mentioned below:   

 
Results of individual studies published between 

2012 and 2018 are mentioned below:   
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It is apparent that HRM affects business 

performance. Comparably to the consequences of a 

quantitative survey directed by (Van De Voorde et 

al., 2012), this current survey contends that HRM 

frameworks are viable for expanding employee 

productivity. Be that as it may, (Van De Voorde et 

al., 2012) additionally noticed that employee 

wellbeing, and prosperity isn't firmly related to 

HRM practices. Moreover, a broad meta-

examination of HRM practices and firm 

performance, led by (Saridakis et al., 2017), detailed 

a relationship worth of 0.287. Considerably more 

intriguing is that the discoveries of (Katou and 

Budhwar, 2010) recommend that there is probability 

of opposite causation. All the more unequivocally, 

high hierarchical performance might further develop 

HRM practices. This is fairly significant for future 

examination. It tends to be accepted that HRM 

practices shouldn't be the principle objective of 

SMEs yet rather accomplishing high business 

performance and the great HRM practices will 

follow. Assuming directors are zeroing in intensely 

on HRM quite possibly the opposite side of business 

exercises will have lower performance. Absolutely, 

there are SMEs where the employees are fulfilled 

with their work environment however productivity 

and quality are low. Expecting that great HRM 

practices are the aftereffect of good business 

performance the question emerges that: Is HRM 

practice advancement an essential part of business 

or would it be able to be applied in different 

structures (ex. chiefs, or in most pessimistic 

scenario situations legitimate portrayal of clashed 

employees)? To resolve this issue top to bottom it is 

important to lead an organized exploration including 

SMEs yet huge organizations too. 

III. CONCLUSION 

In this paper, the impact of HRM practices and 

frameworks on business performance were 

examined. What's more, the general positive parts of 

HRM were broke down. Presently, the outcomes in 

this present deliberate survey tend towards the end 

that HRM has, to be sure, a positive connection with 

business performance. The greater part of the 

acquired articles recommended that, without a 

doubt, there is a connection between great HRM 

practices and other business performance 

measurements. 
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