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Abstract 

 This study was undertaken in India with a 
sample of 350 participants from print media. Data 
was gathered by questionnaire and evaluated using 
AMOS (Analysis of Moment Structure) to validate the 
conceptual framework. The findings reveal that the 
HR practices have a significant impact on job 
performance which significantly and strongly impacts 
on job satisfaction, which ultimately significantly 
and moderately impacts on behavioral intention. 

Hence, the model structure was verified and reflects 
that attention should be given to formulating and 
implementing effective HR practices as they have 
the potential to positively impact on job 
performance, job satisfaction and behavioral 
intention. 
Keywords: behavioral intention, impact, job 
performance, job satisfaction, HR practices, 
manpower planning. 

 

Introduction 

 Nowadays Human Resource Management (HRM) plays an instrumental role in competitive world 

and effective human resource practices are fundamental to ensuring organizational performance. 

Researchers have deduced that HRM practices may be utilized to create a brand picture (Bowes[8], 

2008; Miles [33]&Mangold [33], 2004) similar to the 'Business of Choice' philosophy which was aimed at 

bringing about positive organizational outcomes such as employee satisfaction. Shen[41](2005) 

discovered that an adequately functioning HRM framework has the potential to contribute to the 

corporate methodology for change and the execution thereof and cautions that the HRM 

framework must be accurately matched with its inner as well as outer environment, and purported 

the 'best-fit methodology' whilst taking cognizance of the limitations of HRM practices. Robbins  [37] 

(1991) emphasizes the pivotal role that an organization’s human asset strategies and practices play 

in molding employees’ conduct and mind-set. Collins and van Druten[15] (2003) presented a 

convincing confirmation for the fundamental connection among HRM practices and organizational 

performance. Specialists contend that the adequacy of human asset hones, especially employee 

choice methodology, performance research, compensation and career advancement have an 

immediate bearing on organizational productivity and performance.  

 The study aims: To evaluate the HRM practices on job performance amongst employees in 

print media with special reference to TamilNadu, India. 

 To evaluate the impact of job performance on job satisfaction of employees in print media. 

 To assess the impact of job satisfaction on behavioral intention of employees  

 

Overview of the Proposed Conceptual Model 

 The path diagram of the research model (See Figure 1) displays the proposed impact of the 

HRM dimensions on employees’ behavioral intentions in print media, which also facilitates job 

performance and job satisfaction.  
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Figure 1 Overview of the proposed conceptual model 

 
 
Literature Review and Hypotheses of the Study  

HRM Practices and Job Performance 

 H1to H6: HRM practices significantly impact on job performance. 

 Manpower Planning entails inculcating the accurate number of people, the appropriate kind of 

group at the exact place, exact time, and doing the appropriate things in order to accomplish the 

organizational objectives. Manpower planning plays a vital role in the arena of 

industrialization.Koubek[29] (2007) manpower planning helps to attain the objectives of 

organization by forecasting the development, fixing the targets and realizing the arrangements of 

current as well as future business tasks with the available manpower.  

 Macbeath et.al [32](2006) recruitment as the strategy that aims to draw a suitable group of 

candidates, among which is the individual being chosen for the specific occupation to compete for 

the existing opportunities. Smith[42] (1994) emphasized the significance of the choice process by 

stating that it not only enhances the job fit and employee’s fit but also enhances the ‘personality 

fit’ and ‘organization fit’. Bohlander, Snell and Sherman[7] (2001) stated that it is vital for 

supervisors to comprehend the destinations, approaches and dimensions utilized for choice. In that 

way, they can be exceedingly included in the process from the earliest starting point. This is 

imperative as it will enable them to have sufficient data as they contribute to determining the 

final choice. Britton, Chadwick, Walker [9](1999) Carsonet al.[11] andPhillips [11] (1999) assessed the 

components that have the potential to affect employee fulfillment and concluded that the 

employee pay framework is a key element. Likewise, Williams and Dreher [45] (1992) deduced that 

remuneration is the key variable impacting on worker fascination plus maintenance and it is a core 

aspect of the enrollment practice. However, Highhouse[24]et al. (1999) observed that salary is not 

solely important in retaining workers in an organization. Minimum salary will enforce the 

specialists to leave the organization yet the high salary keeps the employees in the organization. 

Eventually, the specialists remain in the organization because of work environment, colleagues’ 

conduct and management support which encourages the employee’s continued affiliation with the 

organization.  

 Training and Development, an integral aspect of ability management, is a vital HRM dimension 

in any organization. Chiaburu and Teklab[13] (2005) training is the arranged mediation encircled for 

the purpose of upgrading the critical aspects of an individual's job execution. Karia and Hasmiabu 

Hassan Asaari [28] (2006) found that training and instruction significantly affects organizational 
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Figure 1 therefore, depicts the oblique impact of the HR practices on behavioral 
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duty, job inclusion and job fulfillment. Campbelland Kuncel[10](2001) training is one of the human 

capital development intercessions that is most habitually experienced. Cheng and Ho[12] (2001) 

discussed the substance of training and its prevalence on job performance; they found that 

employees being concerned over their own productivity and the knowledge and skills to endure the 

stormy work environment, top management focused on validating workers’ performance and 

propelling their careers through effective training and development.  

 De Waal[17] (2007) revealed that evaluation and prize criteria are identified as key goals of the 

organization; it implies that these human asset apparatuses directly bolster the accomplishment of 

the organizational system. Pratheepkanth[35] (2011) alleges that the performance of the employees 

is directly influenced by satisfaction which is controlled by the reward system of the organization.  

 Mullins [34] (1999) described the HR practice of performance appraisal as an extended judgment 

on the behavior and attainment of the staff. Employees should identify what is expected, and the 

measuring yard by which their performance and the outcomes will be evaluated. The formalized 

and methodical appraisal method assists the consistent measurement of the individual’s 

performance, growth potential &developmental needs. 

 Significantly, the future performance of the staff can be improved by an efficient appraisal 

scheme. The performance appraisal scheme can be a basis for planned career progression and 

review of financial rewards. Gomez-Mejia, Balkin and Cardy [21](2004) acknowledged that the 

performance appraisal system can be used for the purpose of rewarding employees, promotion and 

termination as outcomes of an employee’s work.  

 
Job Performance and Job Satisfaction 

 There are inconclusive results on the performance-satisfaction relationship with some 

researchers maintaining that job satisfaction precedes job performance whilst other researchers 

believe the converse. There are however, numerous theories that advocate that behavior 

influences attitudes (Bem[4], 1972; Deci[17], 1971; Festinger[19], 1957).  

 H7: Job performance at work positively impacts on job satisfaction.  

 
Job Performance 

 Schulerand Macmillan [39] (1984) efficiently administrating the human resources of an 

organization leads to employee motivation and an enlarged ability to captivate and absorb 

qualified employees. This kind of motivation helps to achieve greater gainfulness, lower 

production costs, reduced employee turnover, high product quality and, more swift 

acknowledgment and execution of corporate methodology. These reliably prompt higher 

profitability. Hafiza, Shah, Jamsheed and Zaman[22] (2011) believe that an employee’s 

performance is influenced by worker and employer relationships, working conditions, training and 

development, professional stability and the organizations overall procedures and policies for 

remunerating the worker.  

 

Job satisfaction 

 Job satisfaction is an optimistic result of employee’s job experience (Bashayreh [3], 2009).Job 

satisfaction is a management philosophy which is essential to manage the organization and 

improve the overall performance of an organization (Putman [36], 2002).Lawler and Porter [30] (1967) 

explained that the performance of the employee leads to work fulfillment through the distribution 

of extrinsic and intrinsic rewards. Locke[31] (1970) expressed that job satisfaction as a result of the 

individual’s performance, but the satisfaction was seen as an element of goal-directed behavior 



Vol.5      Special Issue 4   March 2018            ISSN: 2321 - 4643 

 

 

137 | P a g e  Shanlax International Journal of Management 

 

and value attainment. Judge, Thoreson, Bono and Patton [27] (2001) concluded that the association 

with job performance and job satisfaction is noteworthy and positive. 

 

Job Satisfaction and Behavioral Intention 

 H8: There is a significant impact of job satisfaction on employee’s behavioral intention.  

Ajzen[1] (2002) viewed an individual’s willingness to execute a given behavior as an immediate 

antecedent of behavior. The premise that job satisfaction leads to behavioral outcomes is 

grounded on the notion that attitudes lead to behavior (Fishbein&Ajzen[20],1975; Eagly&Chaiken[18], 

1993). Judge [27] et al. (2001) concluded that the employee’s perspective of the occupation must 

be correlated with the behaviors on the job and fundamentally, the execution of the job or job 

performance. Individuals endeavor to work and continue in those companies that offer a great and 

constructive workplace that enhance their self-esteem. Capable workers of such organizations 

simultaneously drive their organization to forge ahead towards greater success.  

 

Methodology  

Participants 

 For the purpose of this article, journalists who are in print media within TamilNadu were 

elected as a target population. Random sampling is used for the selection of editors, writers, 

reporters, photo journalists, designers and marketing executives in TamilNadu, India. The sample 

size of 350 was determined by using Sekaran and Bougie’s[40] (2010) sample size table. The 350 

respondents comprised of 202 participants from Newspapers, 94from Magazines and 54 from 

Weekly periodicals and the data was collected using questionnaires. 

Development of Measures: 

 A questionnaire was used to address the problem statement. All the questions in the 

questionnaire were scored using 7-point scale ranging from extremely disagree (1) to extremely 

agree (7). The CFA was used to establish goodness fit and this was verified in the CFA loadings. The 

reliability of the questionnaire was evaluated using Cronbach’s Coefficient Alpha and reflects a 

very high level of inter-item consistency (See Tables 1 and 2). 

Table 1 The Survey Instrument— Exogenous Constructs 

Items 
Item-construct loading 

Standardize t statistic 
Cronbach’s Alpha CFA loadings 

HRM dimensions      

Manpower planning  0.86 16.25 0.906 0.824 

Recruitment & Selection 0.76 11.06 0.892 0.972 

Training & Development 0.90 18.01 0.859 0.620 

Compensation & Benefits 0.93 19.11 0.878 0.915 

Performance Appraisal 0.92 18.72 0.924 0.668 

Promotion & Reward  0.90 18.01 0.906 0.842 

Table 1 explains Exogenous constructs which means Independent Variables 

 

Table 2 The Survey Instrument— Endogenous constructs 

Items 
Item-construct loading 
Standardized t statistic 

Cronbach’s 
Alpha 

CFA 
loadings 

Job Performance   0.755 0.864 

Long working hours affects my job performance 0.12 25.87   

High stress level in my job leads to poor job 
performance 

0.11 17.15   
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Adequate leisure activities enhances my 
performance at work place 

0.09 12.99   

The deadlines to be met within a short span of 
time leads to poor job performance 

0.10 27.84   

Lack of motivation from the organization affects 
my job performance  

0.12 27.25   

Self motivation is also important for better job 
performance 

0.07 14.15   

Domineering leadership style affects my 
performance at work place 

0.12 27.36   

When working with male colleagues my 
performance level goes down due to gender 
inequality practice in my organization.  

0.21 37.13   

Job Satisfaction     

General working condition   0.872 0.894 

Pay & promotional potential   0.743 0.850 

Work relationships   0.751 0.924 

Behavioral Intention     

Loyalty   0.854 0.743 

Job Demands   0.741 0.617 

External Sources   0.789 0.525 

Table 2 explains Endogenous constructs which means Dependent Variables 

 

Overall model evaluation 

 Bentler and Bonnet [6](1980) for a good model fit Root Mean Square Error of Approximation 

(RMSEA) should be less than 0.08, Bentler [5](1990) suggested that Comparative Fit Index (CFI) 

should be greater than 0.9.Joreskog and Sorbom[26] (1988) proposed that Goodness of Fit Index 

(GFI) should be above 0.9 and adjusted good-of-fit Index (AGFI) should be above 0.8. Wheaton [44] 

(1987) and Hair et al.[23](1998) proposed that chi-square should be <5 in order to be acceptable. 

Normed Fit Index (NFI) =0.97 is acceptable by the standards suggested by Tucker and Lewis 
[43](1973) and standardized root mean residual (SRMS) is 0.029 <0.1acceptable as well (Hu and 

Bentler[25], 1999) (See Table 3). 

Table 3 Goodness of fit Statistics 

Options 
Chi square/ 

DF 
GFI AGFI NFI CFI RMSEA SRMR 

Values 4.363 0.957 0.851 0.970 0.977 0.078 0.029 

Suggested  
values  

2-5 Nearer to 1 Nearer to 1 Nearer to 1 Nearer to 1 Less than 0.08 Less than 0.05 

Table 3 deliberates the acceptance level for a good model fit. 

 

Results and Discussion 

 In the measurement model, values 

appearing on the edge of the boxes are 

revealing the results of the study and the 

arrows represent the correlations. In this 

proposed model, employees’ behavioral 

intention in print media was analyzed by 

using HRM practices and mediating 

variables, namely, job performance and job 

satisfaction (See Figure 2). Where e1, e2 

and e3 are disturbance error terms and 

endogenous variable. 

Figure 2 Path analysis and Hypothesis testing 
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 AMOS text output revealed the Maximum Likelihood Estimation (MLE) of structural paths. 

Critical ratio is a significance test in structural equation modeling which is affected by the division 

of parameter estimate by its standard error. The significant value of parameter estimate is p≤0.05 

and the significant value of critical ratio is >1.96.The probability is to get a critical ratio for 

reliability dimension as large as 52.031 in absolute value, which is less than 0.001.The regression 

weight represents the degree of association between constructs and manifesting variables (See 

Table 5).  

Table 4 Empirical results of the proposed model 

Structural paths Hypothesis 
Expected 

Sign 
Estimate 

Critical 
Ratio 

P 
Output of 
Hypothesis 

Job 
Performance  

<--- Manpower 
planning 

H1 + 0.358  
9.82 

0.000** Significant 
(p < 0.01) 

Job 
Performance  

<--- Recruitment & 
Selection 

H2 + 0.098  
2.495 

0.013* Significant 
(p < 0.05) 

Job 
Performance  

<--- Training & 
Development 

H3 + 0.172  
4.895 

0.000** Significant 
(p < 0.01) 

Job 
Performance  

<--- Compensation 
& Benefits 

H4 + 0.216  
4.865 

0.000** Significant 
(p < 0.01) 

Job 
Performance  

<--- Promotion & 
Reward 

H5 + 0.253  
7.044 

0.000** Significant 
(p < 0.01) 

Job 
Performance  

<--- Performance 
appraisal  

H6 + 0.109  
4.296 

0.000** Significant 
(p < 0.01) 

Job 
Satisfaction 

<--- Job 
Performance  

H7 + 0.957  
52.031 

0.000** Significant 
(p < 0.01) 

Behavioral 
Intention 

<--- Job 
Satisfaction 

H8 + 0.476 8.535 0.000** Significant 
(p < 0.01) 

 Table 4 concludes the hypothesis of the study which considers critical ratio (for reliability 

dimensions) and regression weight (the degree of association between constructs and manifesting 

variables). Figure 2 reflects that the HRM practices [manpower planning (0.358, p < 0.01), 

recruitment and selection (0.098, p < 0.05), training and development (0.172, p < 0.01), 

compensation and benefits (0.216, p < 0.01), performance appraisal and career advancement 

(0.253, p < 0.01), promotion and reward (0.109, p < 0.01)] significantly impact on job performance 

respectively. Hence, hypotheses 1 to 6 may be accepted. Similar findings and views on the 

prevalence of these HR practices on job performance were expressed by several researchers in the 

field (Al_Qudah, Osman &Al_Qudah[2], 2014;Cheng & Ho[12]., 2001; Chiaburu&Taklab[13], 2005; 

Collins and van Druten[15], 2003; De Waal[16], 2007; Hafiza[22] et al., 2011; Karia & Asaari[28], 2006; 

Sattar, Ahmad & Hassan[38], 2015). Furthermore, Figure 2 displays that job performance has a 

significant and strong impact on the job satisfaction of employees (0.957, p < 0.01) at the 1% level 

of significance. Therefore, hypothesis 7 may be accepted. Similar findings and views were 

reflected with Schuler and Macmillan [39](1984), Lawler and Porter [30] (1967), Locke [31](1970), 

Judge[27] et al. (2001) and Christen, Iyer and Soberman[14] (2005). Finally, job satisfaction 

significantly and moderately impacts on the behavioral intention (0.476, p < 0.01) of employees at 

the 1% level of significance. Hence, hypothesis 8 may be accepted. The empirical results of the 

proposed model revealed that HRM practices have a noteworthy impact on job performance, job 

satisfaction and the behavioral intention of employees (Table 4, Figure 2). 

Recommendations and Conclusion 
 The conceptual model illustrating the impact of HR practices on behavioral intention whilst 
taking cognizance of the mediating effects of job performance and job satisfaction has been 
verified and confirmed. The implication is that organizations striving to enhance job satisfaction 
and job performance should make every effort to ensure the effective formulation and 
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implementation of proper HR practices. Regular feedback must also be obtained from employees 
to determine whether the HR practices as implemented continue to motivate them and drive their 
willingness to perform. In addition, job performance impacts positively on job satisfaction, it is 
important to constantly motivate and adopt strategies to retain talented employees. 
Organizational forums should be instituted with the mandate to review HR practices in order to 
ensure that they continue to be relevant, competitive and stimulating to employees to engage 
positively and optimally in the organizational context. Furthermore, HR practices should manage 
the human resources holistically and be integrated and effectively complement each other, for 
example, reward systems should be commensurate with effort and goal accomplishment.  
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