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Abstract 

This paper examines the influence of six human resource management practices on the 

efficiency of organizational performance in Lebanese SMEs across diverse sectors. The 

examined practices encompass training and development, selection and recruitment, 

compensation and benefits, performance appraisal, empowerment, and succession 

planning. Employing a quantitative deductive approach, data analysis employed SPSS to 

address study objectives, validate hypotheses, and tackle the research problem. The 

questionnaire, distributed among 360 respondents in various sectors, revealed that 

managing selection and recruitment, empowerment, and succession planning significantly 

impact organizational efficiency, while training and development, compensation and 

benefits, and performance appraisal show no discernible impact. The study's findings 

provide insights into the specific HRM practices influencing the efficiency of 

organizational performance in Lebanese SMEs, contributing novel perspectives to the 

existing literature on this subject.  
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1. Introduction 

The given importance to human capital is increasing day after day; this capital is 

considered to be the main key element for the financial success of any organization 

(Ahmed, Salloum, and Shaalan, 2021). Starting form this point the existing link between 

HR and the organizational financial results has raised an issue for all organizations in all 

sectors (Nyambane and Muathe, 2017). The current debate on the effects of Human 

Recourses Management on the efficiency of organizational performance has an extended 

academic line that has to come up with a managerial outcome to have a smooth relation 

between the HR practices and the efficiency of the organizational performance since it is 

a mandatory objective for survival and continuity (Rajni, Singh, and Satpal, 2019). 

Understanding the link associating HRM practices and the efficiency of organizational 

performance has always been a fundamental objective to any organization and has gained 

a high interest in human resources research (Rasool et al., 2019).  It is certain throughout 
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loads of articles, studies and researches that HRM has many practices that can be applied, 

it is also confirmed that HRM practices do impact the efficiency of organizational 

performance (Karman, 2020). The real concern is to identify which HRM practice is the 

most impacting on the efficiency of the organizational performance in Lebanese SME’s 

during ambivalent circumstances. 

In the context of a rapidly evolving business environment, the study on the impact of 

HRM practices gains paramount importance for Lebanese SMEs. As organizations 

navigate through uncertainties and challenges, the need to decipher which specific HRM 

practices significantly contribute to organizational efficiency becomes imperative. This 

research aims to fill this crucial gap by providing insights into the unique dynamics of 

Lebanese SMEs and identifying the HRM practices that hold the key to enhancing 

organizational performance amidst ambiguous circumstances. The findings of this study 

not only contribute to academic discourse but also offer practical implications for 

managers and decision-makers striving to optimize HR strategies for sustained success in 

the competitive era. 

 

2. Literature Review 

According to Pombo and Gomes (2020) and Jasim (2020), the real challenge for 

exploring HRM and the efficiency of performance is to define its real practices to be able 

to impact the organizational efficiency. Based on the research of Guillermo (2021) that 

focused on human resources management practices, it was clear in its results that HRM 

practices and organizational performance are closely related, the focus was mainly on 

financial performance and other objectives such as the efficiency and loyalty of service 

delivery, they were found to also impact organizational performance. Consequently, this 

paper will precisely focus on six of the human resources management practices that are 

managing selection and recruitment, training and development, compensation and 

benefits, performance appraisal, empowerment, and succession planning that are usually 

found to affect the efficiency of organizational performance. 

2.1. Human Resources Management Practices 

2.1.1. Managing Selection and Recruitment  

Managing selection and recruitment is an imperative practice of human resource 

management that allows to leverage organizational performance efficiency (Li and Rees, 

2021). The major objective of recruiting and selecting is to find out the correct candidate 

to fill a vacant position. The main problem is to guarantee an equilibrium between the job 

requirements and the candidate distinct aptitudes. Recruitment and selection are 

considered a managerial operation that ensures organizational growth and development 

(Kanagavalli, Seethalakshmi, and Sowdamini, 2019).  

Studies such as those of Dosumu et al. (2021); have also shown that the implementation 

of an effective recruitment process is positively linked to organizational performance. On 

the other hand, for Ore and Sposato (2021) recruiting and selecting bad candidates who 

are not competent has a huge cost that companies cannot always afford; this shed the light 

about the existing relation between the selection and recruitment being an HRM practice 

and the efficiency of organizational performance (Bazana and Reddy, 2021). 

2.1.2. Managing Training and Development 

As per Omar and Nik Mahmood (2020), managing training and development is the most 

powerful attribute of human resources management since it catalyzes human development 

and its apprenticeship. Bibi, Ahmad, and Majid (2018) confirmed that employees' training 

to adapt to new technologies, rules and guidelines has become an organizational survival 

necessity and it directly affects the efficiency of the organization. 
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Kutlay and Safakli (2019) stated that one of the ways to grant a high organization 

performance is to establish a good training and development program since its core 

objective is to expand employees’ skills that will surely enhance the performance and the 

efficiency of the organization. 

2.1.3. Managing Compensation and Benefits 

Establishing a strategy of employees’ compensation and benefits is considered an HRM 

complicated objective no matter what is the employee type of contract, remuneration, 

overtime, working hours, seniority and profile (Prihantoko and Ferijani, 2021). Rizaldy, 

Kartika, and Jayawinangun (2021) confirmed that well compensated employees are 

always ready to be more dedicated and engaged to its organizational productivity and 

efficiency; a well-compensated employee is a motivated and committed employee (Omar, 

2021).  

A compensation and benefit strategy that puts employees’ motivation and fair 

remuneration in the first place can certainly develop and increase their moral, physical 

and cognitive commitment toward their workplace (García-Juan, Escrig-Tena, and Roca-

Puig, 2020). 

2.1.4. Managing Performance Appraisal  

A good management of the performance appraisal procedure has an impact on employees’ 

well-being and efficiency (Bayo-Moriones, Galdon-Sanchez, and Martinez-de-Morentin, 

2020). Managing performance appraisal is a part of the career management that 

organizations should put first so they can improve their organizational efficiency. 

The purpose of managing the performance appraisal is to scrutinize the current 

circumstances in the job taking into consideration effectiveness, acquired skills and the 

applied methods at work. It is a human resource practice that situates the capacities, the 

current and future aptitudes, and therefore evaluates the probable performance level (Al-

Jedaia and Mehrez, 2020). The objectives and goals of the performance appraisal 

procedure should be highly aligned with organizational strategic objectives and strategic 

performance goals.  

2.1.5. Managing Empowerment 

The relational perspective views empowerment as a collection of practices and 

procedures that aim to share additional authority, control and expertise with employees 

(Dickin et al., 2021). Based on the study of Alkhazali et al. (2020) the linkage between 

managing empowerment and the accomplishment of a higher organizational efficiency 

can be done through the theory of Social Exchange and the theory of Support.  

Through maximizing empowerment in the workplace and inspiring workers to do their 

best, organizations will strengthen the existing skeletal relationship between the 

corporation and its staff, increase their productivity thus improve the efficiency of 

organizational performance (Manzoor et al., 2019). 

Organizations that optimize workplace responsibility and accountability through 

empowerment tactics create a culture where co-workers can rely on each other. Any lack 

of employee empowerment will decrease the efficiency of organizational performance 

(Cho and Choi, 2021).  

2.1.6. Managing Succession Planning 

Umans et al. (2021); Umans et al. (2020) stated that succession planning is a dynamic 

process in which the roles and functions evolve in a dependent and overlapping manner; 

on the long run, this leads to an organizational performance increasment. 

The outcome of good succession planning relies on procedures that should be transparent 

and credible. Marachi (2013); Kim (2017) have specified that succession planning is 
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much more than a series of interventions to fill positions, it is certainly a part of an 

overall exercise of strategic financial planning. 

Al-Mohaisen and Al-Kasasbeh (2021) confirmed that succession planning is classified as 

a vitally critical platform of a larger human resource development procedure. This 

requires a cohesive, unified and efficient organized tactic to find qualified and talented 

teams and ensure their development and retention to meet current and future financial 

business objectives (Chineye and Ogohi, 2020). 

2.2. The Efficiency of Organizational Performance  

The efficiency of organizational performance is transformed into a progressively 

significant topic since the emergence of the COVID-19 pandemic. The unprecedented 

disruption of work flow has proven to be a stimulus for businesses around the world to 

rethink about their current performance approach. As a result, organizations are 

quantifying the meaning of organizational effectiveness in today's complex and changing 

market landscape. The efficiency of organizational performance is assessed based on the 

corporate mission, purpose, objectives, shareholders' and stakeholders’ expectations, 

HRM practices and the constraints of its environment (Chowdhury, Rana, and Azim, 

2019). As per Nezam et al. (2016) the organizational performance efficiency is the 

optimization of capitals dedicated to the achievement of strategic goals consequently 

reaching the organizational vision. To measure the efficiency of organizational 

performance, indicators are compared in time and space and their results are related to 

quality, quantity, costs, and deadlines.  

According to Abdul Mutalib, Sapri, and Sipan, (2018) as well as De Pablos (2021), when 

talking about a company’s  organizational performance many conditions should exist; 

these conditions are the degree of achievement of the objectives, efficiency and 

productivity, adaptation to environmental constraints, the exploitation of the environment 

in the acquisition of rare resources and values, maximizing returns to the business, the 

fulfillment of certain functional requirements and finally the social value of the company 

(Goshu and Kitaw , 2017). 

2.3. The Link Between HR practices and the organizational performance efficiency 

Many research investigated the influence of human resource management practices on the 

efficiency of organizational performance, results of these studies showed that 

organizations should repetitively study the variation and change in their traditional human 

resource management practices and develop its original practices (Al-Taweel, 2021; 

Elhadi, 2020). Examining other models, performance appraisal, empowerment and 

succession planning are perceived as an investment favoring the creation of corporate 

value, therefore enhances the efficiency of organizational performance (Lamichhane, 

2021).  

Therefore, the first hypothesis is: 

H1: There is a significant statistical relationship between human resources management 

practices and the efficiency of Lebanese SME’s organizational performance. 

2.3.1. The link between managing selection and recruitment and the efficiency of 

organizational performance 

According to Harky (2018) and Kurniawan et al. (2020), selection and recruitment have 

direct impact on productivity, efficiency, work climate and the organization's image. 

Selection and recruitment are a vital human resource practice that refers to an 

advancement of organizational procedure concerning the attraction and selection of 

potential candidates. Those candidates to be hired, selected and recruited should show a 

remarkable level of skills, talents and commitments and this will certainly contribute to 

the efficiency of organizational performance (Khashman and Khashman, 2016). 
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Based on the empirical results of the study of Salahuddin (2016), a positive and 

significant correlation between selection and recruitment and the efficiency of 

organizational performance was highlighted. Similarly, Singh, Mohanty, and Mohanty 

(2017) found a positive association between those two variables. The same results, 

concerning the positive relationship between the efficiency of organizational performance 

and the selection and recruitment were confirmed by Lamichhane, (2021), Al-Taweel, 

(2021), and Elhadi, (2020). Other studies have also shown that the implementation of an 

effective selection and recruitment strategy being a human resource management practice 

is positively related to the efficiency of organizational performance. Therefore, the second 

hypothesis is: 

H2: There is a significant statistical relationship between managing selection and 

recruitment and the efficiency of Lebanese SME’s organizational performance. 

2.3.2. The link between managing training and development and the efficiency of 

organizational performance 

Training and development objectives must be properly applied to reach a high efficiency 

of corporate performance (Cera and Kusaku, 2020). From the corporate side, training and 

developing employees allow them to become more performant, this allow them to 

increase their productivity so this will certainly impact the efficiency of organizational 

performance (Moradi, Mohamed, and Yahya, 2018). 

Hence, training and development as a human resource management practice only makes 

sense if it increases employees’ performance and therefore leverages the efficiency of 

organizational performance. Implementing training and development for employees 

requires a quantifiable procedure to obtain the desired results. As per the study conducted 

by Roque and Ramos (2019); Topno, (2012), there is a synergetic need to demonstrate the 

significant effect of training and development being a strategic lever on the efficiency of 

organizational performance. Indeed, training and development are considered vectors of 

progress for all organizational functions and a privileged instrument for developing skills 

and controlling the efficiency of organizational performance. It should be noted that if the 

efficiency of organizational performance is not achieved as it has to be, this means that 

training and development were not correctly assessed. Therefore, the third hypothesis is: 

H3: There is a significant statistical relationship between managing training and 

development and the efficiency of Lebanese SME’s organizational performance. 

2.3.3. The link between managing compensation and benefits and the efficiency of 

organizational performance 

Compensation and benefits link the employee and the employer in a monetary way, it 

shapes the existing relation between them (Gulzar, Advani, and Rauf, 2016). Managing 

compensation and benefits has an influence on the efficiency of organizational 

performance. Compensation and benefits influence the motivation and the workforce 

performance. Compensation has a significant impact on employees’ involvement and this 

increases the efficiency of organizational performance. According to a study by Amirul, 

Amirul, and Mail (2020), organizations that pay workers a percentage of compensation 

and benefits practices built on profits or sales see an immediate influence on the 

efficiency of the organization and on the financial performance.  

Compensation and benefits are powerful tools for achieving the efficiency of 

organizational performance (Halim et al., 2019). As a conclusion, the efficiency of 

organizational performance is therefore directly influenced by managing compensation 

and benefits as a part of human resources management practices. Therefore, the fourth 

hypothesis is: 

H4: There is a significant statistical relationship between managing compensation and 

benefits and the efficiency of Lebanese SME’s organizational performance. 
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2.3.4. The relationship between managing performance appraisal and the efficiency of 

organizational performance 

Performance appraisal acts as a significant contributing facet in any organization since it 

is considered one of the most important human resource management practices. 

Corporate performance appraisal enables a top managerial decision-making on 

promotions, merit increases, training needs and succession planning (Tahsildari and 

Shahnaei, 2015). 

Studies have shown that implementing a performance appraisal as a part of human 

resource management practices in organizations promotes individual performance, 

enhances communication between managers and employees and consequently leverages 

the efficiency of organizational performance. Empirical results of Shaharyar et al., (2014) 

have verified that performance appraisal is a beneficial instrumental device to reach 

corporate efficiency. Therefore, the fifth hypothesis is:   

H5: There is a significant statistical relationship between managing performance 

appraisal and the efficiency of Lebanese SME’s organizational performance. 

2.3.5. The link between managing empowerment and the efficiency of organizational 

performance 

Managing empowerment is a mandatory HR practice to increase employees’ motivation, 

engagement and outcome. Therefore, when human resource managers are responsible for 

their employees’ progress and follow up, they can feel valued and empowered and 

contribute to the efficiency of organizational performance (Linn et al., 2020). 

Empowerment gives employees the chance to contribute enthusiastically to the efficiency 

of organizational performance (Yin, Wang, and Lu, 2019). An empowered work 

environment allowing associates to contribute in the process of decision-making offer 

them the chance to increase the efficiency of organizational performance. In the study 

conducted by Ganjinia, Gilaninia, and Sharami (2013); Zhang et al. (2021); organizations 

that place a high value on managing empowerment during the ongoing employees’ 

process reinforce the quality of their contribution to the efficiency of organizational 

performance. 

Therefore, the sixth hypothesis is: 

H6: There is a significant statistical relationship between managing empowerment and the 

efficiency of Lebanese SME’s organizational performance. 

2.3.6. The link between managing succession planning and the efficiency of 

organizational performance 

Succession planning is an enduring system that consists of helping staff to develop their 

skills and then enhance the efficiency of organizational performance. Managing 

succession planning is a vital managerial action for the efficiency of organizational 

performance (Baporikar, 2021).  

Managing succession planning improves the development of employees’ skills, sharing of 

expertise of qualified workers, staff movements, identification of high-potential 

employees and the retention of top performing employees. These advantages lead to an 

improvement in the efficiency of organizational performance (Hosseini, Barzoki, and 

Isfahani, 2018). 

The study of Karman, (2020) as well as that of Gulzar (2017), have verified that 

managing succession planning being a resource management practice is linked to higher 

performance appraisal results and has a high significant influence on the efficiency of 

organizational performance  

Therefore, the seventh hypothesis is: 
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H7: There is a significant statistical relationship between managing succession planning 

and the efficiency of Lebanese SME’s organizational performance. 

 

3. Conceptual Framework 

 

Figure 1. Conceptual Framework 

  

4. Research Methodology and data analysis 

4.1. Procedure and sample 

This study aims to investigate the relationship of HR practices on organizational 

performance in SMEs in Lebanon. Therefore, to investigate the relationship between 

variables we have collected data by using a questionnaire. This study is based on a 

sample of 347 employees working in Lebanese SME’s; 360 questionnaires were 

distributed and 347 only came valid and reliable. Convenience sampling method was 

conducted in order to collect data. The questionnaire contained questions distributed to 

employees in different sectors in SME’s in Lebanon to get information that is suitable for 

the objective of this study. 

4.2. Analysis and Results 

Data were analyzed using statistical package for the social science 24 (SPSS 24). SPSS 

enables several different types of analysis and data transformation, and most importantly, 

it serves the purpose of our study, moreover it was chosen following previous research 

(Lewis & Spyrakopulos, 2001; Chan & Isabella Lai, 2017). 

4.3. Measures 

The questionnaire consists of two parts: the first part includes the demographic questions 

and the second part comprises 28 items assessing each of recruitment and selection, 

training and development, managing compensation and benefits, performance appraisal, 

managing empowerment, succession planning, and organizational performance. The 

study examines all variables through multi-item scales adapted from the literature. 

Organizational performance was measured with four items modified from (Khandwalla, 

2017). Recruitment and selection and training and development were measured with 8 

items, 4 items each modified from (Triguero, Vinces, Rendon, & Apellániz, 2012). 

Managing compensation and performance appraisal was measured using 4 items modified 

from (Delery & Doty, 1996). Empowerment was measured with 4 items modified from 
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(Bae & Lawler, 2000). Succession planning was measured through 4 items modified from 

(Hills, 2009).  

The scoring criterion for each item is based on a five-point Likert-type scale, with 

anchors ranging from “strongly disagree” (1) to “strongly agree” (5).  

4.4. Respondent profile 

The demographic information about gender, age, industry, level of education, and salary 

was collected. The demographic analysis of the research population is shown in the below 

table.  

Table 1: Demographic information 

Variable Frequency 
Percentage of 

totals 
Variable Frequency 

Percentage of 

totals 

Gender   Education   

Male 198 57.1 Bachelor 164 47.3 

Female 149 42.9 Master 127 36.6 

   PhD 56 16.1 

Age      

18 – 25 91 26.2 Salary   

26 – 35 157 45.2 Less than $100 28 8.1 

36 – 45 77 22.2 $100 - $300 99 28.5 

46 – 55 22 6.3 $300 - $600 54 15.6 

   $600 - $900 69 19.9 

Industry   Above $900 97 28 

Agriculture 7 2    

Health care 35 10.1    

Finance 45 13    

Food service 35 10.1    

Hotel service 30 8.6    

Military 4 1.2    

Telecommunicat

ion 
28 8.1    

Education 61 17.6    

Other 102 29.4    

The demographic results indicate that the majority of participants (57.1%) are males.  In 

addition, 45.2 % of the participants are aged in the range of 26 and 35 years old. The 

majority of participants possess a bachelor degree with a percentage of 47.3. Moreover, 

28% of participants are earning salary above $900, and the majority of them with 29.4% 

are working in other sectors. 

4.5. Reliability and validity 

To test reliability, we used Cronbach’s alpha coefficient to evaluate the internal 

consistency reliability of the research items (Nunnally & Bernstein, 1994). The 

Cronbach’s alpha coefficient as shown in table 2 ranged from 0.895 for succession 

planning to 0.968 for managing compensation. Therefore, Cronbach’s alpha values 

exceeded the minimum recommended cutoff 0.7, which demonstrates acceptable 

reliability (Nunnally & Bernstein, 1994). 

Table 2: Reliability Test 

Items Number of items Cronbach’s alpha 

Recruitment and selection 4 0.915 

Training and development 4 0.947 

Managing compensation  4 0.968 
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Performance appraisal 4 0.942 

Managing empowerment 4 0.938 

Succession planning 4 0.895 

Organizational performance 4 0.911 

In order to test the data validity and suitability, Kaise-Meyer-Olkin (KMO) measure of 

sampling adequacy is used and must be higher than 0.5; also, Bartlett’s test of sphericity 

must be significant (P<0.001) (Hair, Black, Babin, & Anderson, 2006). As shown in table 

3 the overall validity of the model is 0.896 with Bartlett’s test of Sphericity P-value < 

0.001 which is considered satisfactory and valid. Moreover, table 4 shows that the KMO 

value for each of the research variables are above 0.5 with Bartlett’s test of Sphericity of 

P-value = 0.000 < 0.001 which is considered also satisfactory and significant. 

Table 3: KMO and Bartlett's Test 

Kaiser-Meyer-Olkin 

Measure of Sampling 

Adequacy. 

0.896 

Bartlett's Test 

of Sphericity 

Approx. Chi-

Square 

1314.200 

Df 21 

Sig. 0.000 

Table 4: Validity test 

Variables KMO Bartlett’s test of Sphericity (P value) 

Recruitment and selection 0.815 0.000 

Training and development 0.822 0.000 

Managing compensation  0.699 0.000 

Performance appraisal 0.829 0.000 

Managing empowerment 0.779 0.000 

Succession planning 0.775 0.000 

Organizational performance 0.822 0.000 

4.6. Hypotheses test results 

Regression analysis was used to examine the association between the independent 

variable (HR practices) and its components, and the dependent variable (organizational 

behavior). 

Table 5 shows the model summary of the research with R which demonstrates the 

correlation between the observed values of the response variable and the predicted value 

is equal to 0.749, indicating a significant and positive relationship between variables. On 

the other hand, R Square is equal to 0.561, which means that 56.1% of the variation of the 

dependent variables is explained by the independent variables in the regression model of 

the research. In addition, table 5 shows that Durbin-Watson value is equal to 2.270, which 

is acceptable since it is located between 1.5 and 2.5, indicating a negative auto-correction 

between variables. Moreover, table 6 shows the significant level of the whole model with 

P-value equal to 0.000 < 0.001 indicating that the model is significant. 
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Table 5: Model Summary 

Model R 
R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Durbin-

Watson 

 .749a .561 .554 .66868330 2.270 

Predictors: Recruitment and selection, Training and development, Managing 

compensation, Performance appraisal, Managing empowerment, Succession planning. 

Dependent Variable: Organizational performance. 

Table 6: Regression Analysis 

Model 
Sum of 

Squares 
Df 

Mean 

Square 
F Sig. 

Regression 194.072 6 32.345 72.339 0.000b 

Residual 151.580 339 .447   

      

Total 345.652 345    

Dependent Variable: Organization performance 

Predictors: (Constant), Recruitment and selection, Training and development, 

Managing compensation, Performance appraisal, Managing empowerment, Succession 

planning. 

Table 6 shows the regression analysis between HR practices as a whole variable and 

organizational performance. The results of the regression analysis indicate that there is a 

significant, positive relationship between HR practices and organizational performance 

with Beta equal to 0.817 and P value equal to 0.000 < 0.001. Therefore, H1 is accepted. 

Table 7: HR practices impact on organizational performance 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 
B 

Std. 

Error 
Beta 

(Constant) .002 .031  .055 .956 

HR 

practices 
.818 .031 .817 26.263 .000 

Dependent Variable: Organizational performance 

Table 7 shows the regression analysis between the components of HR practices and 

organizational performance. The results of the analysis indicate that there is a significant 

and positive relation between recruitment and selection and organizational performance 

with Beta of 0.152 and a significant level of 0.000<0.001 which demonstrates that 

recruitment and selection positively influence organizational performance. Moreover, 

managing empowerment positively impacts organizational performance with Beta of 

0.200 and significant level of 0.000 < 0.001, also there is a significant and positive 

relation between succession planning and organizational performance with Beta of 0.227 

and a significant level of 0.000 < 0.001. Therefore, H2, H6 and H7 are accepted. 

However, H3, H4 and H5 are considered rejected since their significant level is higher 

than 0.001. There is no significant relation between training and development and 

organizational performance with P values equal to 0.125 > 0.001. There is no significant 

relation between managing compensation and organizational performance with P value 

equal to 0.001. There is no significant relation between performance appraisal and 

organizational performance with P value equal to 0.031 > 0.001. Moreover, table 8 
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demonstrates that there is no multi-collinearity between variables since all the VIF values 

are less than 10. 

Table 8: Hypothesis Testing 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

Recruitment 

and selection 
.152 .053 .152 2.851 0.000 .455 2.200 

Training and 

development 
.090 .059 .090 1.536 0.125 .374 2.675 

Managing 

compensation  .151 .045 .151 3.369 0.001 .641 1.559 

Performance 

appraisal 
.126 .058 .126 2.167 0.031 .384 2.607 

Managing 

empowerment .227 .050 .227 4.557 0.000 .520 1.923 

Succession 

planning 
.200 .051 .200 3.887 0.000 .491 2.037 

Dependent Variable: Organizational performance 

 

Table 8 shows the hypotheses test summary of the research where only H1, H2, H6 and 

H7 are accepted, while H3, H4 and H5 are considered rejected. 

Table 9: Hypothesis test summary 

Hypotheses  Sig. Test result 

H1: There is a significant statistical relationship 

between human resources management practices and 

the efficiency of Lebanese SME’s organizational 

performance. 

0.000 Accepted 

H2: There is a significant statistical relationship 

between managing training and development and the 

efficiency of Lebanese SME’s organizational 

performance. 

0.0125 Rejected 

H3: There is a significant statistical relationship 

between managing selection and recruitment and the 

efficiency of Lebanese SME’s organizational 

performance. 

0.000 Accepted  

H4: There is a significant statistical relationship 

between managing compensation and benefits and 

the efficiency of Lebanese SME’s organizational 

performance. 

0.001 Rejected 

H5: There is a significant statistical relationship 

between managing performance appraisal and the 

efficiency of Lebanese SME’s organizational 

performance. 

0.031 Rejected 

H6: There is a significant statistical relationship 

between managing empowerment and the efficiency 
0.000 Accepted 
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of Lebanese SME’s organizational performance. 

H7: There is a significant statistical relationship 

between managing succession planning and the 

efficiency of Lebanese SME’s organizational 

performance. 

0.000 Accepted 

 

5. Discussion 

The objective of this study was to test the relationship between HR practices and 

organizational performance in SMEs in Lebanon. The finding of the regression analysis 

showed that H3, H4 and H5, which are related to the impact of each training and 

development, compensation and benefits and performance appraisal on organizational 

performance, are rejected. These results contradict the findings of several studies, which 

found that effective training and development leads to high organization performance 

(Storey, 2007). In addition, the results do not match with Zumrah, Boyle, & Fein (2013) 

who argues that trained employees apply new learned skills, knowledge and attitude in 

their everyday work and enhance the organizational performance. Furthermore, the 

results of this study contradict the finding of Cheng & Brown (1998), which demonstrates 

a significant relation between compensation and organizational performance. Also, the 

regression analysis does not validate the results of Osman, Berbary, Sidani, Al Ayoubi, & 

Emrouznejad (2011) who contends that performance appraisal procedure results in 

supporting organizational performance.  

On the other hand, only H1, H2, H6 and H7 are accepted which are related to the impact 

of HR practices as a whole variable, recruitment and selection, empowerment and 

succession on organizational performance which go in line with the findings of Young, 

Green, & Gross (1995). The results of this study validate the findings of Pfeffer, 1994; 

Ardichvili, Page, & Wentling, (2003). It demonstrates that managers must recognize the 

importance of recruitment and selection, managing succession and having empowered 

employees in order to increase organizational performance. Therefore, HR practices 

should be implemented with the intent of maximizing employees’ results that in turn will 

enhance the organizational performance through implementing a proper recruitment and 

selection process, managing succession and empowerment. In addition, previous 

empirical studies have showed that there is an increasing link between HR practices and 

the performance of the organization (Cheng & Brown, 1998). Thus, this study matches 

with Delery & Doty (1996) who demonstrates that HR practices are strongly related to 

the firm’s performance.  

5.1. Theoretical Implications 

The findings of this study support the literature on the subject of improving HR practices 

in order to increase organizational performance in SMEs in Lebanon. This study 

contributes to the literature by testing the impact of several components of HR on 

organizational performance in Lebanon. This study indicates that HR practices play an 

important role in all kinds of organizations. Moreover, the findings of the study assist in 

clarifying the ambiguity in the literature in relation to HR practices and organizational 

performance. Furthermore, the findings of this study indicate that HR practices especially 

recruitment and selection, employee empowerment and managing succession improves 

SMEs performance.  

5.2. Managerial Implications 

The results of this study lead to the consideration of a series of implication for SMEs in 

Lebanon. The results of this study are recommended for policy makers, stakeholders and 

managers to encourage the adoption of proper and well-articulated HR practices in SMEs. 

The results of this study show that managers can foster SMEs performance by using the 
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right HRM practice. Managers should give special attention to the recruitment and 

selection that can properly motivate those candidates who fit the needs of the job, and 

who can increase the organizational performance. Moreover, managers must empower 

their employees, which can play a significant role in enhancing their productivity, thus 

influencing positively organizational performance. Moreover, based on the finding of this 

study, manager must implement and execute a proper succession plan if they want to 

increase the performance of the organization. 

5.3. Study Limitations 

 The basic limitations of this study were that the sample covered some domains, the 

intention was to extend the circle of investigation to cover a bigger landscape of domains. 

In addition, the conducted sample was 360 where 347 questionnaires were considered, the 

intended objective was to conduct a sample of 500 respondents but there was a time 

constraint. 

The most important limitation is that this study was conducted after the invasion of 

Covid-19 where most of employees were working from home and this did change the 

structure and the content of employees’ job description; this hazardous invasion changed 

the concept of HMR practices and their implications in the workplace. 

 

6. Conclusions 

This study indent to extent the previous research work on the influence of HR practices 

on organizational performance in SMEs in Lebanon. This study revealed that HR 

practices has a significant impact on SME’s performance. Therefore, managers must pay 

attention in enhancing and implementing the most appropriate HR practices, which have 

the most effective impact on organizational performance. Moreover, it has been found 

that SME’s performance in Lebanon can be attributed to HR practices including 

recruitment and selection, empowerment, and managing succession. 

Authors Contributions: all authors contributed equally to this research work. 

 

References 

1. Abdul Mutalib, A. F., Sapri, M. and Sipan, I. (2018) ‘An assessment model of FM 

organisational performance’, Facilities. doi: 10.1108/F-06-2016-0072. 

2. Abogsesa, A. S. and Kaushik, G. (2018) ‘Impact of Training and Development on Employee 

Performance’, International Journal of Civic Engagement and Social Change. doi: 

10.4018/ijcesc.2017070104. 

3. Abt, M. and Knyphausen-Aufseß, D. zu (2017) ‘Chief human resources officers on top 

management teams: an empirical analysis of contingency, institutional, and homophily 

antecedents’, Business Research. doi: 10.1007/s40685-016-0039-2. 

4. Abuaddous, H. Y., Al Sokkar, A. A. M. and Abualodous, B. I. (2018) ‘The impact of 

knowledge management on organizational performance’, International Journal of Advanced 

Computer Science and Applications. doi: 10.14569/IJACSA.2018.090432. 

5. Ahmed, D., Salloum, S. A. and Shaalan, K. (2021) ‘Knowledge management in startups and 

SMEs: A Systematic review’, in Studies in Systems, Decision and Control. doi: 10.1007/978-3-

030-64987-6_22. 

6. Ahmed, T. et al. (2020) ‘Impact of employees engagement and knowledge sharing on 

organizational performance: Study of HR challenges in COVID-19 pandemic’, Human 

Systems Management. doi: 10.3233/HSM-201052. 

7. Ahyaruddin, M. and Akbar, R. (2016) ‘THE RELATIONSHIP BETWEEN THE USE OF A 

PERFORMANCE MEASUREMENT SYSTEM, ORGANIZATIONAL FACTORS, 



Abir El Fawal et al. 1362 

 

 
Migration Letters 

 

ACCOUNTABILITY, AND THE PERFORMANCE OF PUBLIC SECTOR 

ORGANIZATIONS’, Journal of Indonesian Economy and Business. doi: 10.22146/jieb.10317. 

8. Al-Ajlouni, M. I., Nawafleh, S. and Alsari, H. (2019) ‘The moderating effect of electronic-

HRM on training and employee performance relationship: A moderated model’, International 

Journal of Management Practice. doi: 10.1504/IJMP.2019.102572. 

9. Al-Amin, M., Makarem, S. C. and Rosko, M. (2016) ‘Efficiency and hospital effectiveness in 

improving hospital consumer assessment of healthcare providers and systems ratings’, Health 

Care Management Review. doi: 10.1097/HMR.0000000000000076. 

10. Al-Jedaia, Y. and Mehrez, A. (2020) ‘The effect of performance appraisal on job performance 

in governmental sector: The mediating role of motivation’, Management Science Letters. doi: 

10.5267/j.msl.2020.2.003. 

11. Al-Mohaisen, F. O. and Al-Kasasbeh, M. M. (2021) ‘Impact of succession planning on talent 

retention at orange – Jordan’, Jordan Journal of Business Administration. 

12. Al-Taweel, I. R. (2021) ‘Impact of high-performance work practices in human resource 

management of health dispensaries in Qassim Region, Kingdom of Saudi Arabia, towards 

organizational resilience and productivity’, Business Process Management Journal. doi: 

10.1108/BPMJ-11-2020-0498. 

13. Albahussain, S. A., Elgaraihy, W. H. and Mobarak, A.-K. M. (2016) ‘Measuring the Impact of 

Human Resource Management Practices on Organizational Performance with the Mediating 

Role of Supply Chain Performance between Them in Saudi Industrial Large Organizations’, 

Archives of Business Research. doi: 10.14738/abr.42.1915. 

14. Ali, Z., Mahmood, B. and Mehreen, A. (2019) ‘Linking succession planning to employee 

performance: The mediating roles of career development and performance appraisal’, 

Australian Journal of Career Development. doi: 10.1177/1038416219830419. 

15. Ali, Z. and Mehreen, A. (2019) ‘Understanding succession planning as a combating strategy 

for turnover intentions’, Journal of Advances in Management Research. doi: 10.1108/JAMR-

09-2018-0076. 

16. Alkaf, A. et al. (2021) ‘A review of work effectiveness and efficiency, service quality and 

organisational performance literature: A mini-review approach’, in Proceedings of the 

International Conference on Industrial Engineering and Operations Management. 

17. Alkathiri, K. G. M. and Mihlar, M. (2021) ‘The Organizational Performance Dimensions on 

Achieving Organizational Goals: A Case Study of the Minister’s Office of Dhofar State, 

Oman’, Journal of AlMaarif University College. doi: 10.51345/.v32i3.449.g235. 

18. Alkhazali, Z. et al. (2020) ‘Empowerment, hrm practices and organizational performance: A 

case study of jordanian commercial banks’, Entrepreneurship and Sustainability Issues. doi: 

10.9770/jesi.2020.7.4(28). 

19. Almatrooshi, B., Singh, S. K. and Farouk, S. (2016) ‘Determinants of organizational 

performance: a proposed framework’, International Journal of Productivity and Performance 

Management. doi: 10.1108/IJPPM-02-2016-0038. 

20. Alwehabie, A. M. (2017) ‘Criteria for Measuring the Efficiency and Effectiveness of Human 

Resources Management Strategy and its Relation to Institutional Performance at Al Rajhi Bank 

at Al Qassim in Saudi Arabia from the Employees’ Point of View’, International Journal of 

Business and Management. doi: 10.5539/ijbm.v12n10p111. 

21. Amin, H. M. and Shahwan, T. M. (2020) ‘Logistics management requirements and logistics 

performance efficiency: The role of logistics management practices - Evidence from Egypt’, 

International Journal of Logistics Systems and Management. doi: 

10.1504/IJLSM.2020.103859. 

22. Amirul, S. R., Amirul, S. M. and Mail, R. (2020) ‘STRATEGIC FLEXIBLE WORKING 

ARRANGEMENT: THE REALIGNMENT BETWEEN HUMAN RESOURCE AND 

MANAGEMENT ACCOUNTING’, Humanities & Social Sciences Reviews. doi: 

10.18510/hssr.2020.84118. 



1363 Efficiency Redefined: A Deep Drive into HRM Practices and Organizational Success in 

Lebanon 
 
23. Al Amri, H. S. S. and Pandey, J. (2020) ‘The perceived impact of employee turnover and its 

outcome on the efficiency of the organizational performance’, Journal of Student Research. 

doi: 10.47611/jsr.vi.891. 

24. Anwar, G. and Abdullah, N. N. (2021) ‘The impact of Human resource management practice 

on Organizational performance’, International Journal of Engineering, Business and 

Management. doi: 10.22161/ijebm.5.1.4. 

25. Arefin, M. S. et al. (2019) ‘High-performance work systems and job engagement: The 

mediating role of psychological empowerment’, Cogent Business and Management. doi: 

10.1080/23311975.2019.1664204. 

26. Atristain, C. and Rajagopal, N. A. (2012) ‘Qualitative determinants of the managerial 

efficiency toward improving the organisational performance and competitiveness of SMEs in 

Mexico’, International Journal of Business Competition and Growth. doi: 

10.1504/ijbcg.2012.049793. 

27. Ayanda, O. J. and Danlami S., A. (2011) ‘Strategic Human Resource Management and 

Organizational Performance in the Nigerian Manufacturing Sector: An Empirical 

Investigation’, International Journal of Business and Management. doi: 10.5539/ijbm.v6n9p46. 

28. Baporikar, N. (2021) ‘Succession planning for enhanced performance in state-owned 

enterprises: Role of age diversity’, International Journal of Sociotechnology and Knowledge 

Development. doi: 10.4018/IJSKD.2021070107. 

29. Bayo-Moriones, A., Galdon-Sanchez, J. E. and Martinez-de-Morentin, S. (2020) ‘Performance 

appraisal: dimensions and determinants’, International Journal of Human Resource 

Management. doi: 10.1080/09585192.2018.1500387. 

30. Bayo-Moriones, A. and de la Torre, R. (2021) ‘Analysing the relationship between QM, 

performance appraisal and pay for performance’, Total Quality Management and Business 

Excellence. doi: 10.1080/14783363.2021.1933422. 

31. Bazana, S. and Reddy, T. (2021) ‘A critical appraisal of the recruitment and selection process 

of the public protector in South Africa’, SA Journal of Human Resource Management. doi: 

10.4102/sajhrm.v19i0.1207. 

32. Becker, B. and Gerhart, B. (2014) ‘THE IMPACT OF HUMAN RESOURCE 

MANAGEMENT ON ORGANIZATIONAL PERFORMANCE : PROGRESS AND 

PROSPECTS State University of New York at Buffalo’, Academy of Management Journal. 

33. Beer, H. A., Micheli, P. and Besharov, M. L. (2021) ‘Meaning, Mission, and Measurement: 

How Organizational Performance Measurement Shapes Perceptions of Work as Worthy’, 

Academy of Management Journal. doi: 10.5465/amj.2019.0916. 

34. Beer, M. (2022) ‘Developing strategic human resource theory and making a difference: An 

action science perspective’, Human Resource Management Review. doi: 

10.1016/j.hrmr.2017.11.005. 

35. Beqiri, T. and Aziri, B. (2021) ‘Human resources management development in micro and small 

enterprises’, Human Research in Rehabilitation. doi: 10.21554/hrr.092111. 

36. Bhatiasevi, V. and Naglis, M. (2020) ‘Elucidating the determinants of business intelligence 

adoption and organizational performance’, Information Development. doi: 

10.1177/0266666918811394. 

37. Bibi, P., Ahmad, A. and Majid, A. H. A. (2018) ‘The impact of training and development and 

supervisors support on employees retention in academic institutions in Pakistan: The 

moderating role of the work environment’, Gadjah Mada International Journal of Business. 

doi: 10.22146/gamaijb.24020. 

38. Boateng, D. D. (2021) ‘Effect of Bias on Selection and Recruitment’, Academia Letters. doi: 

10.20935/al3187. 

39. Carneiro-Da-Cunha, J. A., Hourneaux, F. and Corrêa, H. L. (2016) ‘Evolution and chronology 

of the organisational performance measurement field’, International Journal of Business 

Performance Management. doi: 10.1504/IJBPM.2016.075553. 



Abir El Fawal et al. 1364 

 

 
Migration Letters 

 

40. Cera, E. and Kusaku, A. (2020) ‘Factors Influencing Organizational Performance: Work 

Environment, Training-Development, Management and Organizational Culture’, European 

Journal of Economics and Business Studies. doi: 10.26417/ejes.v6i1.p16-27. 

41. Chineye, L. and Ogohi, C. (2020) ‘Strategic Human Resource Management and Performance 

of Manufacturing Firms in Nigeria’, IOSR Journal of Business and Management (IOSR - 

JBM). 

42. Cho, Y. and Choi, Y. (2021) ‘When and how does sustainable HRM improve customer 

orientation of frontline employees? Satisfaction, empowerment, and communication’, 

Sustainability (Switzerland). doi: 10.3390/su13073693. 

43. Chowdhury, L. A. M., Rana, T. and Azim, M. I. (2019) ‘Intellectual capital efficiency and 

organisational performance’, Journal of Intellectual Capital. doi: 10.1108/jic-10-2018-0171. 

44. Crispin, M., Oluoch, A. F. and Florah, M. (2019) ‘A theoretical Account of Human Resource 

Management Practices, Ethical Work Climate and Employee Ethical Behavior: A Critical 

Literature Review’, Business Management Dynamics. 

45. Dada , Raphael Adekola et al. (2018) ‘Impact of Internal Audit Function and Efficiency on 

Orgnisational Performance’, International Journal of Accounting Research. doi: 

10.12816/0052291. 

46. Dickin, S. et al. (2021) ‘Empowerment in water, sanitation and hygiene index’, World 

Development. doi: 10.1016/j.worlddev.2020.105158. 

47. Elhadi, Y. I. (2020) ‘Influence of Performance Appraisal on Performance of Civil Servants in 

Kenya’, European Journal of Engineering Research and Science. doi: 

10.24018/ejers.2020.5.4.1857. 

48. Gandhi, H. and Peeples, P. (2020) ‘PNS184 SALARY BENCHMARKS AND 

COMPENSATION DISPARITY AMONG GLOBAL HEALTH ECONOMICS, OUTCOMES 

RESEARCH AND MARKET ACCESS (HEOR/MA) PROFESSIONALS BASED ON A 2019 

SELF-REPORT SURVEY’, Value in Health. doi: 10.1016/j.jval.2020.04.1179. 

49. Ganjinia, H., Gilaninia, S. and Sharami, R. P. M. (2013) ‘Overview of Employees 

Empowerment in Organizations’, Oman Chapter of Arabian Journal of Business and 

Management Review. doi: 10.12816/0002369. 

50. Garavan, T. et al. (2021) ‘Training and organisational performance: A meta-analysis of 

temporal, institutional and organisational context moderators’, Human Resource Management 

Journal. doi: 10.1111/1748-8583.12284. 

51. García-Juan, B., Escrig-Tena, A. B. and Roca-Puig, V. (2020) ‘Structural empowerment and 

organisational performance: the mediating role of employees’ well-being in Spanish local 

governments’, International Journal of Human Resource Management. doi: 

10.1080/09585192.2020.1859581. 

52. González, M. J. C., Cortina, C. and Rodríguez, J. (2019) ‘The role of gender stereotypes in 

hiring: A field experiment’, European Sociological Review. doi: 10.1093/esr/jcy055. 

53. Goshu, Y. Y. and Kitaw, D. (2017) ‘Performance measurement and its recent challenge: A 

literature review’, International Journal of Business Performance Management. doi: 

10.1504/IJBPM.2017.087103. 

54. Govender, M. and Bussin, M. H. R. (2020) ‘Performance management and employee 

engagement: A South African perspective’, SA Journal of Human Resource Management. doi: 

10.4102/sajhrm.v18i0.1215. 

55. Gulzar, R. (2017) ‘A Comparative Study of Human Resource Management Practices and Its 

Impact on Organizational Performance in Indian Public Sector Banks’, International Journal of 

Human Resource Studies. doi: 10.5296/ijhrs.v8i1.12048. 

56. Gulzar, S., Advani, A. and Rauf, A. (2016) ‘Employees’ retention - A key to effective 

organizational performance’, in Proceedings of the 28th International Business Information 

Management Association Conference - Vision 2020: Innovation Management, Development 

Sustainability, and Competitive Economic Growth. 



1365 Efficiency Redefined: A Deep Drive into HRM Practices and Organizational Success in 

Lebanon 
 
57. Gyebi, A. D. et al. (2015) ‘IMPACT OF ORGANIZATIONAL CULTURE AND 

PERFORMANCE ON SOCIAL ACCEPTABILITY OF PRIVATE SELF FINANCING 

ENGINEERING COLLEGES In Submitted by AND PERFORMANCE FINANCING 

ENGINEERING COLLEGES IN’, Uthm . 

58. Haddadi, F. and Yaghoobi, T. (2014) ‘Key indicators for organizational performance 

measurement’, Management Science Letters. doi: 10.5267/j.msl.2014.8.019. 

59. Halid, H., Yusoff, Y. M. and Somu, H. (2020) ‘The Relationship Between Digital Human 

Resource Management and Organizational Performance’, in. doi: 

10.2991/aebmr.k.200514.022. 

60. Halim, P. et al. (2019) ‘Competence and Commitment: Two Factors that Impact Performance in 

Organizations’, HELIX. doi: 10.29042/2019-5096-5101. 

61. Han, J. H. et al. (2018) ‘Effects of high-performance work systems on transformational 

leadership and team performance: Investigating the moderating roles of organizational 

orientations’, Human Resource Management. doi: 10.1002/hrm.21886. 

62. Harky, Y. F. M. (2018) ‘The Significance of Recruitment and Selection on Organizational 

Performance: The Case of Private owned Organizations in Erbil, North of Iraq’, International 

Journal of Contemporary Research and Review. doi: 10.15520/ijcrr/2018/9/02/422. 

63. Al Haziazi, M. (2020) ‘Implementing e-human resource management for improving 

organizational performance: A conceptual framework in the Oman context’, in Proceedings of 

the 15th European Conference on Management, Leadership and Governance, ECMLG 2019. 

doi: 10.34190/MLG.19.134. 

64. Hosseini, S. H., Barzoki, A. S. and Isfahani, A. N. (2018) ‘Designing a model of succession 

management system and explaining its impact on organisational performance (case study: 

Esfahan Steel Company)’, International Journal of Business Excellence. doi: 

10.1504/IJBEX.2018.092573. 

65. Huang, X. et al. (2021) ‘How do changes in human resource programs lead to innovation: an 

organizational entrainment perspective on the temporal mechanisms in HRM’, Personnel 

Review. doi: 10.1108/PR-10-2019-0545. 

66. Iqbal, A. (2019) ‘The strategic human resource management approaches and organisational 

performance’, Journal of Advances in Management Research. doi: 10.1108/jamr-11-2017-

0104. 

67. Islami, X., Mulolli, E. and Mustafa, N. (2018) ‘Using Management by Objectives as a 

performance appraisal tool for employee satisfaction’, Future Business Journal. doi: 

10.1016/j.fbj.2018.01.001. 

68. Jalagat, R. C. (2016) ‘A Critical Review of Strategic Human Resource Management and 

Organizational Performance’, Global Journal of Advance Research. 

69. Jardioui, M., Garengo, P. and El Alami, S. (2020) ‘How organizational culture influences 

performance measurement systems in SMEs’, International Journal of Productivity and 

Performance Management. doi: 10.1108/IJPPM-10-2018-0363. 

70. Jashari, A. and Kutllovci, E. (2020) ‘The impact of human resource management practices on 

organizational performance case study: Manufacturing enterprises in Kosovo’, Business: 

Theory and Practice. doi: 10.3846/BTP.2020.12001. 

71. Jasim, S. S. (2020) ‘Impact of human resource management practices on enhancing 

organizational performance’, Quality - Access to Success. 

72. Kanagavalli, G., Seethalakshmi, R. and Sowdamini, T. (2019) ‘A systematic review of 

literature on recruitment and selection process’, Humanities and Social Sciences Reviews. doi: 

10.18510/hssr.2019.721. 

73. Karman, A. (2020) ‘Understanding sustainable human resource management-organizational 

value linkages: The strength of the SHRM system’, Human Systems Management. doi: 

10.3233/HSM-190602. 



Abir El Fawal et al. 1366 

 

 
Migration Letters 

 

74. Kaygusuz, I., Akgemci, T. and Yilmaz, A. (2016) ‘The impact of HRIS usage on organizational 

efficiency and employee performance’, International Journal of Business and Management. 

75. Kaygusuz, İ., Akgemci, T. and Yilmaz, A. (2016) ‘THE IMPACT OF HRIS USAGE ON 

ORGANIZATIONAL EFFICIENCY AND EMPLOYEE PERFORMANCE: A RESEARCH 

IN INDUSTRIAL AND BANKING SECTOR IN ANKARA AND ISTANBUL CITIES’, 

International Journal of Business & Management. doi: 10.20472/bm.2016.4.4.002. 

76. Khashman, I. M. A. and Khashman, A. M. (2016) ‘The Impact of Human Resource 

Information System (HRIS) Applications on Organizational Performance (Efficiency and 

Effectiveness) in Jordanian Private Hospitals’, Journal of Management Research. doi: 

10.5296/jmr.v8i3.9419. 

77. Kim, Y. (2017) ‘Succession planning and management in nonprofit organizations’, in The 

Nonprofit Human Resource Management Handbook: From Theory to Practice. doi: 

10.4324/9781315181585. 

78. Kiwia, R. H., Bengesi, K. M. K. and Ndyetabula, D. W. (2020) ‘Succession planning and 

performance of family-owned small and medium enterprises in Arusha City – Tanzania’, 

Journal of Family Business Management. doi: 10.1108/JFBM-03-2019-0018. 

79. Koser, M., Rasool, S. F. and Samma, M. (2018) ‘High Performance Work System is the 

Accelerator of the Best Fit and Integrated HR-Practices to Achieve the Goal of Productivity: A 

Case of Textile Sector in Pakistan’, Global Management Journal for Academic & Corporate 

Studies. 

80. Kraja, PhD, G. (2015) ‘Training, development and performance (Case study of the Albanian 

Public Administration)’, Journal of Sociological Research. doi: 10.5296/jsr.v6i1.7905. 

81. Kurniawan, R. et al. (2020) ‘Analysis of Policy Evaluation and Model of ASN Management 

Improvement in terms of Planning, Recruitment, and Competency Development Aspects’, 

International Journal of Science and Society. doi: 10.54783/ijsoc.v2i4.226. 

82. Kutlay, K. and Safakli, O. V. (2019) ‘The impact of training and development programs on the 

banking personnel’, Revista de Cercetare si Interventie Sociala. doi: 10.33788/rcis.65.18. 

83. Lamichhane, B. D. (2021) ‘Managing Work force Diversity: Key Successful factors’, Nepalese 

Journal of Management Research. doi: 10.3126/njmgtres.v1i0.37326. 

84. Laura, S. A., Mónica, G. S. and Guillermo, M. V. (2021) ‘Human resource management and 

organizational performance in colombian smes’, Revista Venezolana de Gerencia. doi: 

10.52080/rvgluz.26.e6.28. 

85. Lee, D., Rho, B. H. and Yoon, S. N. (2015) ‘Effect of investments in manufacturing practices 

on process efficiency and organizational performance’, International Journal of Production 

Economics. doi: 10.1016/j.ijpe.2015.01.001. 

86. Leonard, K. (2019) Six Steps of the Performance Appraisal Process, Chron. 

87. Li, S. and Rees, C. J. (2021) ‘Determinants of the formalization of human resource 

management practices: An empirical study in SMEs in eastern and western China’, Journal of 

Small Business Management. doi: 10.1080/00472778.2019.1705663. 

88. Linn, D. M. et al. (2020) ‘Improving Structural Empowerment and Job Satisfaction Among 

State Health Facility Surveyors’, Journal of Doctoral Nursing Practice. doi: 10.1891/2380-

9418.13.1.90. 

89. Liu, P. (2016) ‘Research on the Relationship Between Strategic Human Resource Management 

and Organizational Performance Based on Contingency Mode’, Journal of Human Resource 

Management. DOI: 10.11648/j.jhrm.20160405.12. 

90. Longenecker, C. and Fink, L. (2017) ‘Lessons for improving your formal performance 

appraisal process’, Strategic HR Review. doi: 10.1108/shr-11-2016-0096. 

91. Luki Karunia, R. (2020) ‘The influence of leadership, organisational structure, and 

organisational culture on the company performance of PT NK TBK’, International Journal of 

Innovation, Creativity and Change. 



1367 Efficiency Redefined: A Deep Drive into HRM Practices and Organizational Success in 

Lebanon 
 
92. Lukoschek, C. S. et al. (2018) ‘Leading to sustainable organizational unit performance: 

Antecedents and outcomes of executives’ dual innovation leadership’, Journal of Business 

Research. doi: 10.1016/j.jbusres.2018.07.003. 

93. Mahlaha, K., Sukdeo, N. and Mofokeng, V. (2020) ‘A lean 7S methodology framework to 

improve efficiency and organizational performance: A review study in an SME organization’, 

in Proceedings of the International Conference on Industrial Engineering and Operations 

Management. 

94. Manzoor, F. et al. (2019) ‘An examination of sustainable HRM practices on job performance: 

An application of training as a moderator’, Sustainability (Switzerland). doi: 

10.3390/su11082263. 

95. Marachi, V. J. (2013) ‘EFFECTS OF HUMAN RESOURCES MANAGEMENT PRACTICES 

ON TALENT DEVELOPMENT IN PUBLIC ORGANIZATIONS: A CASE STUDY OF 

KENYA POWER’, International Journal of Social Sciences and Entrepreneurship. 

96. Masood, R. Z. (2019) ‘Human Resources Management Practices & Organizational 

Performance : Study of Oil & Gas Industry in India’, RESEARCH REVIEW International 

Journal of Multidisciplinary. 

97. Messersmith, J. G., Kim, K. Y. and Patel, P. C. (2018) ‘Pulling in different directions? 

Exploring the relationship between vertical pay dispersion and high-performance work 

systems’, Human Resource Management. doi: 10.1002/hrm.21846. 

98. Migdadi, M. M. (2021) ‘Organizational learning capability, innovation and organizational 

performance’, European Journal of Innovation Management. doi: 10.1108/EJIM-11-2018-

0246. 

99. Milfelner, B., Potočnik, A. and Žižek, S. Š. (2015) ‘Social Responsibility, Human Resource 

Management and Organizational Performance’, Systems Research and Behavioral Science. 

doi: 10.1002/sres.2263. 

100. Mok, M. K. M. and Leong, Y. Y. (2021) ‘Factors affecting the effectiveness of employees’ 

performance appraisal in private hospitals in Malaysia’, International Journal of Business and 

Society. doi: 10.33736/IJBS.3174.2021. 

101. Moradi, L., Mohamed, I. and Yahya, Y. (2018) ‘The effect of organizational commitment 

and e-training on e-tourism job performance’, International Journal on Advanced Science, 

Engineering and Information Technology. doi: 10.18517/ijaseit.8.6.6665. 

102. Nasilloyevich, U. B. (2020) ‘Review of the Trends of Management: Corporate Culture or 

Organizational Behavior’, EPRA International Journal of Economics, Business and 

Management Studies (EBMS). 

103. Nezam, M. H. K. et al. (2016) ‘Human capital and new product development 

performance efficiency-the mediating role of organisational learning capability’, International 

Journal of Innovation and Learning. doi: 10.1504/IJIL.2016.076670. 

104. NYAMBANE, N. A. and Muathe, S. M. A. (2017) ‘Strategic Human Resource 

Management Practices and Performance of Employees in the Ministry of Health, Nairobi City 

County, Kenya’, International Journal for Innovation Education and Research. doi: 

10.31686/ijier.vol5.iss12.892. 

105. Ogunyomi, P. and Bruning, N. S. (2016) ‘Human resource management and 

organizational performance of small and medium enterprises (SMEs) in Nigeria’, International 

Journal of Human Resource Management. doi: 10.1080/09585192.2015.1033640. 

106. Oltra, V. and Alegre, J. (2011) ‘Explaining the link between human resource practices and 

innovation performance: The role of organizational learning processes’, OLKC 2011 

Conference. 

107. Omar, K. M. (2021) ‘Factors Motivating Human Resources Management (HRM) in the 

Public and Private Sectors’, Open Journal of Business and Management. doi: 

10.4236/ojbm.2021.92036. 



Abir El Fawal et al. 1368 

 

 
Migration Letters 

 

108. Omar, M. I. and Nik Mahmood, N. H. (2020) ‘Mediating the effect of organizational 

culture on the relationship between training and development and organizational performance’, 

Management Science Letters. doi: 10.5267/j.msl.2020.7.032. 

109. Ore, O. and Sposato, M. (2021) ‘Opportunities and risks of artificial intelligence in 

recruitment and selection’, International Journal of Organizational Analysis. doi: 

10.1108/IJOA-07-2020-2291. 

110. Osei Kwakye, E. and -Wusu Bempah, O. (2021) ‘Enhancing Organizational Performance: 

The Role of Training and Development’, Sumerianz Journal of Social Science. doi: 

10.47752/sjss.41.32.43. 

111. Othman, S. A. and Mahmood, N. H. N. (2019) ‘Linking employee engagement towards 

individual work performance through human resource management practice: from high 

potential employee’s perspectives’, Management Science Letters. doi: 

10.5267/j.msl.2019.3.016. 

112. Otoo, F. N. K. (2019) ‘Human resource management (HRM) practices and organizational 

performance: The mediating role of employee competencies’, Employee Relations. doi: 

10.1108/ER-02-2018-0053. 

113. De Pablos, P. O. (2021) ‘Preface: Intellectual capital, efficiency and organisational 

performance: Some lessons’, International Journal of Learning and Intellectual Capital. 

114. Pang, K. and Lu, C. S. (2018) ‘Organizational motivation, employee job satisfaction and 

organizational performance: An empirical study of container shipping companies in Taiwan’, 

Maritime Business Review. doi: 10.1108/MABR-03-2018-0007. 

115. Phornlaphatrachakorn, K. and Na-Kalasindhu, K. (2020) ‘Strategic management 

accounting and firm performance: Evidence from finance businesses in Thailand’, Journal of 

Asian Finance, Economics and Business. doi: 10.13106/JAFEB.2020.VOL7.NO8.309. 

116. Pombo, G. N. B. A. and Gomes, J. F. S. (2020) ‘The association between human resource 

management and organisational performance: A literature review’, International Journal of 

Intellectual Property Management. doi: 10.1504/IJIPM.2020.111366. 

117. Prihantoko, C. and Ferijani, A. (2021) ‘Effect of Compensation and Benefit on Employee 

Performance with Motivation as Moderating Variable’, Journal of Management and Business 

Environment (JMBE). doi: 10.24167/jmbe.v2i2.3048. 

118. Princy, K. and Rebeka, E. (2019) ‘Employee commitment on organizational 

performance’, International Journal of Recent Technology and Engineering. doi: 

10.35940/ijrte.C4078.098319. 

119. Rajni, Singh, R. and Satpal (2019) ‘Assessing the impact of human resource practices on 

knowledge management and performance of organization in service industries of India’, 

Journal of Advanced Research in Dynamical and Control Systems. 

120. Ralević, P., Dobrodolac, M. and Šarac, D. (2020) ‘Measuring the efficiency of 

organizational performance: A radial DEA approach’, Tehnika. doi: 10.5937/tehnika2006798r. 

121. Rasool, S. F. et al. (2019) ‘How human resource management practices translate into 

sustainable organizational performance: the mediating role of product, process and knowledge 

innovation’, Psychology Research and Behavior Management. doi: 10.2147/PRBM.S204662. 

122. Rau, B. L. (2012) ‘The diffusion of HR practices in unions’, Human Resource 

Management Review. doi: 10.1016/j.hrmr.2011.06.001. 

123. Raval, S. J., Kant, R. and Shankar, R. (2020) ‘Analyzing the Lean Six Sigma enabled 

organizational performance to enhance operational efficiency’, Benchmarking. doi: 

10.1108/BIJ-05-2019-0221. 

124. Ravichandran, N. and Bano, R. (2016) ‘A Review of Antecedents, Correlates and 

Consequences of HR Practices: A Conceptual Model of Organizational Development.’, IUP 

Journal of Organizational Behavior. 

125. Rizaldy, A., Kartika, L. and Jayawinangun, R. (2021) ‘EMPLOYEE COMPENSATION 

EVALUATION BASED ON COST OF LIVING ADJUSTMENT (COLA) IN RETAIL 



1369 Efficiency Redefined: A Deep Drive into HRM Practices and Organizational Success in 

Lebanon 
 

INDUSTRY BOGOR, INDONESIA’, JABE (Journal of Applied Business and Economic). doi: 

10.30998/jabe.v7i2.7603. 

126. Roque, H. C. and Ramos, M. (2019) ‘The importance of cultural training in the 

hospitality sector’, European Journal of Tourism, Hospitality and Recreation. doi: 

10.2478/ejthr-2019-0007. 

127. Rowland, C. A., Hall, R. D. and Altarawneh, I. (2017) ‘Training and development: 

Challenges of strategy and managing performance in Jordanian banking’, EuroMed Journal of 

Business. doi: 10.1108/EMJB-01-2016-0001. 

128. Salahuddin, T. (2016) ‘The Impact of Best HR practices on Organizational Performance’, 

International Journal of Social Sciences and Management Studies. 

129. Salhieh, L. and Abu-Doleh, J. (2015) ‘The relationship between total quality management 

practices and their effects on bank’s technical efficiency’, International Journal of Commerce 

and Management. doi: 10.1108/IJCoMA-03-2013-0027. 

130. Salleh, K. M. and Sulaiman, N. L. (2017) ‘Human resource competencies and human 

resource roles in organization practice’, International Journal of Applied Business and 

Economic Research. 

131. dos Santos, A. et al. (2020) ‘Effect of recruitment, selection and culture of organizations 

on state personnel performance’, Management Science Letters. doi: 10.5267/j.msl.2019.11.042. 

132. Sardi, A. et al. (2021) ‘The role of HRM in the innovation of performance measurement 

and management systems: a multiple case study in SMEs’, Employee Relations. doi: 

10.1108/ER-03-2020-0101. 

133. Sarwar, A. and Muhammad, L. (2020) ‘Impact of employee perceptions of mistreatment 

on organizational performance in the hotel industry’, International Journal of Contemporary 

Hospitality Management. doi: 10.1108/IJCHM-01-2019-0046. 

134. Sayyadi, M. (2019) ‘How effective leadership of knowledge management impacts 

organizational performance’, Business Information Review. doi: 10.1177/0266382119829643. 

135. Schuldt, K. S. and Gomes, G. (2020) ‘Influence of organizational culture on the 

environments of innovation and organizational performance’, Gestao e Producao. doi: 

10.1590/0104-530x4571-20. 

136. Shaharyar, M. et al. (2014) ‘Impact of Performance Appraisal on Employee 

Performance’, Journal of Resources Development and Management. 

137. Shin, D. and Konrad, A. M. (2017) ‘Causality Between High-Performance Work Systems 

and Organizational Performance’, Journal of Management. doi: 10.1177/0149206314544746. 

138. Singh, R., Mohanty, M. and Mohanty, A. K. (2017) ‘Examining empirically the relation 

of HR practices and perception of organizational performance in Indian manufacturing 

organizations’, International Journal of Economic Research. 

139. Al Suwaidi, M. et al. (2020) ‘Determinants Linked to Executive Succession Planning in 

Public Sector Organizations’, Vision. doi: 10.1177/0972262920932405. 

140. Tabouli, E. M. A., Habtoor, N. A. and Nashief S., M. (2016) ‘The impact of human 

resources management on employee performance: Organizational commitment mediator 

variable’, Asian Social Science. doi: 10.5539/ass.v12n9p176. 

141. Tahsildari, A. and Shahnaei, S. (2015) ‘Enhancing Organizational Effectiveness by 

Performance Appraisal, Training, Employee Participation, and Job Definition’, European 

Journal of Business and Management. 

142. Topno, H. (2012) ‘Evaluation of Training and Development: An Analysis of Various 

Models’, IOSR Journal of Business and Management. doi: 10.9790/487x-0521622. 

143. Torraco, R. J. (2016) ‘Early History of the Fields of Practice of Training and 

Development and Organization Development’, Advances in Developing Human Resources. 

doi: 10.1177/1523422316659898. 



Abir El Fawal et al. 1370 

 

 
Migration Letters 

 

144. Umans, I. et al. (2020) ‘Succession planning in family firms: family governance 

practices, board of directors, and emotions’, Small Business Economics. doi: 10.1007/s11187-

018-0078-5. 

145. Umans, I. et al. (2021) ‘The influence of transgenerational succession intentions on the 

succession planning process: The moderating role of high-quality relationships’, Journal of 

Family Business Strategy. doi: 10.1016/j.jfbs.2018.12.002. 

146. Vermeeren, B., Kuipers, B. and Steijn, B. (2014) ‘Does Leadership Style Make a 

Difference? Linking HRM, Job Satisfaction, and Organizational Performance’, Review of 

Public Personnel Administration. doi: 10.1177/0734371X13510853. 

147. de Waal, A. and Roobol, M. (2014) ‘Applying evidence-based HRM: the case of bonuses 

in the home furnishing industry’, Evidence-based HRM. doi: 10.1108/EBHRM-07-2012-0006. 

148. WANASIDA, A. S. et al. (2021) ‘Millennial Transformational Leadership on 

Organizational Performance in Indonesia Fishery Startup’, Journal of Asian Finance, 

Economics and Business. doi: 10.13106/jafeb.2021.vol8.no2.0555. 

149. Warnier, V., Weppe, X. and Lecocq, X. (2013) ‘Extending resource-based theory: 

Considering strategic, ordinary and junk resources’, Management Decision. doi: 10.1108/MD-

05-2012-0392. 

150. Whysall, Z. (2018) ‘Cognitive Biases in Recruitment, Selection, and Promotion: The Risk 

of Subconscious Discrimination’, in Hidden Inequalities in the Workplace. doi: 10.1007/978-3-

319-59686-0_9. 

151. Wong, K., Chan, A. H. S. and Teh, P. L. (2020) ‘How is work–life balance arrangement 

associated with organisational performance? A meta-analysis’, International Journal of 

Environmental Research and Public Health. doi: 10.3390/ijerph17124446. 

152. Wuttaphan, N. (2020) ‘Human Capital Theory : The theory of Human Resource 

Development, implications, and future’, Rajabhat J. Sci. Humanit. Soc. Sci. 

153. Yaghoobi, T. and Haddadi, F. (2016) ‘Organizational performance measurement by a 

framework integrating BSC and AHP’, International Journal of Productivity and Performance 

Management. doi: 10.1108/IJPPM-01-2015-0001. 

154. Yin, Y., Wang, Y. and Lu, Y. (2019) ‘Antecedents and outcomes of employee 

empowerment practices: A theoretical extension with empirical evidence’, Human Resource 

Management Journal. doi: 10.1111/1748-8583.12243. 

155. Zamanan, M. S. et al. (2020) ‘The influence of HRM practices and employees’ 

satisfaction on intention to leave’, Management Science Letters. doi: 

10.5267/j.msl.2019.12.030. 

156. Zendehdel Nobari, B. et al. (2021) ‘Employee performance appraisal system development 

in the National Library and Archives of Iran (NLAI): soft operational research approach’, 

Performance Measurement and Metrics. doi: 10.1108/PMM-09-2020-0050. 

157. Zhang, D. et al. (2021) ‘The impact of integrative leadership on employees’ innovation 

performance in the context of internet-based transition: evidence from China’, Chinese 

Management Studies. doi: 10.1108/CMS-05-2020-0214. 

158. Zhang, H., Yang, M. and Huo, B. (2021) ‘The impact of empowerment-focused human 

resource management on relationship learning and innovation’, Industrial Management and 

Data Systems. doi: 10.1108/IMDS-09-2020-0563. 

159. Zhao, C., Xue, Y. and Niu, T. (2021) ‘Enterprise human resource management index 

based on fuzzy system’, Journal of Intelligent and Fuzzy Systems. doi: 10.3233/JIFS-189352. 


