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ABSTRACT

Bundles of HR practices and job performance relationship is very essential to
understand for any organization as better the job performance, better would be the
organizational performance. The main purpose of this study was to explore the impact
of skill enhancing bundle (training, effective recruitment and selection, effective job
description) on employees’ job performance in the public sector tourism industry
in Pakistan; to what extent skill-enhancing bundle would influence employees’ job
performance when centralization is low or high in the organizational structure. The
data was collected (using a questionnaire) from both supervisors and employees
working in tourism corporations underprovincial and federal governmentof Pakistan.
The sample size was 222. The findings indicate that employees working in service
organizations like that of tourism, that follow a centralized authority structure are
more likely to exhibit lower job performance because of ineffective implementation
of skill enhancing HR practices.

INTRODUCTION

Managing a successful organization requires a clear
and an effective performance management, and an
improved system so that everyone in the organization can
perform well (Russell, 2008).There are many functions,
practices, monetary & non-monetary rewards, cognitive,
psychological, and personal factors identified by
researchers as predictors of employee’s job performance
in an organization. Performance is also contingent on
ability and skills to perform; therefore, skill-enhancing
practices like job description and training, if practiced,
can have a positive impact on employee job perfonnance
(Peter & Henry, 1962; Talbert, Canoil and Ronan, 1976).

It is important to measure the job performance
of employees in order to know whether the task/job
assigned to each individual is achieved in successful
manner. Ridely (2007) identified seven important job
performance elements using Human Factor Approach,
which clearly demonstrate the significance of measuring
job perfonnance for the success of the organization.
In this regards, HR practices are one of essential tools
for facilitating and making the grounds available for
the employees to perform the job/task effectively. HR
practices are the kind of investment on staff, and it
demonstrates the organization’s commitment to them
and their well-being.

HRM practices and bundles of high performance
work practices, if appropriately implemented, translate

into superior organizational outcomes (Bowen and
Ostroff,2004),alongwithindividualoutcomesintheform
of effective job performance. This kind of performance
can be translated into a competitive advantage for the
organization. Therefore, the role of HRM is established
as a source of competitive advantage (Barney & Wright,
1998). HPW practices are the important factors to
generate employee commitment, which proves to be a
predictor of better job perfonnance (Indridason & Wang,
2008) and even beyond, i.e., citizenship behavior.

Employee’s job performance measures are found
to be the means for accountability and transparency
in public sector organizations (Wickersham, 2012).
The Public sector organizations are the good examples
of bureaucracies, mostly having tall hierarchies.
Centralization is one of the dimensions of these
organizations, identified by Pugh (1968). Previously,
centralization was known for improved efficiency,
coordination, and control, which ultimately resulted
in improved performance both at individual and
organizational level (Atherton, 1977). Most of the
organizations in public sector around the world
are decent cases of centralization. However, due to
globalization and continuous changes in business
environment, today’s organizations can perform only
if they have the capacity to align with its environment
(Caruana, Morris & Vella,1998). This alignment, in
some cases, is achieved by having centralized authority
structures, or decentralized authority structures. Now a
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