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Abstract. Human resource management consists of various practices, and, time passing on, many new 
practices emerge. There is small amount of scientific studies explored the effective human resource man-
agement practices, its combinations and the selection criteria for specific situation to facilitate employee 
commitment and performance under the condition of internationalization processes. Also of having scien-
tific value, the findings on this scope could contribute to practical problem solving in organisations. The 
purpose of this research is to identify the human resource management practices that are effective for em-
ployee commitment and performance, using case study of human resource management practices in Lat-
via and Lithuania. 
Keywords: human resource management practice, employee performance, commitment. 
JEL classification: A13, E24, F02, M12, M14, M51. 
 

 
1. Introduction 
 
The importance of the development of human re-
source management (HRM) practices in nowadays 
is associated with attention to such priorities as 
improving of staff engagement, because this tends 
to lead to employee performance and commitment, 
reduces staff turnover and improves the well-being 
of employees (Witemeyer 2013; Becker, Cropan-
zano 2011; Hakanen et al. 2008; Toh et al. 2008; 
Wright et al. 2007; Michie, West 2004; Wright, 
Cropanzano 2000). According Randall S. Schuler 
(2000), as we entered in the new millennium, the 
environment becomes more global, managing 
people also becomes more challenging, more un-
predictable and uncertain and more subject to rap-
id change and surprise. Today forces of global 
competition, worldwide labor availability, busi-
ness ethics, and the environment are winning the 
attention of HRM (Schuler 2000). 

At the present stage of internationalization 
and eurointegration proceses the priorities of HRM 
practices development is more often associated 
with special attention to such areas as research and 
innovation (by creating new products/services that 
generate growth and jobs and help address social 

challenges), raising Europe’s employment rate (by 
creating more and better jobs) and modernising 
labour markets and welfare systems (Lobanova, 
Ozolina-Ozola 2013). Under those conditions, it is 
clear that the statement of the targets and formula-
tion of slogans, as well as drastic consolidation of 
finances are not sufficient for solving the problem, 
which is much more complicated than it may seem 
to the ‘development bureaucrats’. The ideas of 
intensifying the sustainable development and co-
hesion have become an inherent part of the EU 
integration policy. A lack of research, particularly, 
into the cohesion problems the decisions of which 
would be associated with HR (Human Resource) 
practices development (Lobanova, Melnikas2012), 
as well as insufficient efforts of the dissemination 
of these ideas in the society can be observed. At 
the current stage further actualizes problem not 
only of job creation, but and preservation high lev-
el of employee performance and commitment, es-
pecially in countries with developing economies. 

The aim of this paper is to identify the impact 
of human resource management practices on em-
ployee performance and commitment, using the 
HRM practices case study in Latvia and Lithuania. 
To investigate how key employee behavior factors 
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like performance and commitment relate to bun-
dles of human resource management practices the 
expert method was applied, using the cross-
sectional comparative design of research. 

 
2. Various approaches to human resource  
management practices 
 
Human resource management consists of various 
practices, and, time passing on, many new practic-
es emerge. According to Guest and Conway 
(2004) there has been some progress in conceptu-
alising the focus of the HR  system, reflected in 
the growing consensus that a `high performance’ 
HR system should be designed to ensure that 
workers possess high skills and competence, a 
high level of motivation and the opportunity to 
contribute discretionary effort. An essential state-
ment (hypothesis) of HRM model proposed by 
Guest (1997) claims that the human resource man-
agement practices are an applied art or consistent 
and smooth way of describing how to combine 
high normative goals of the organization, employ-
ee commitment, high quality, and task flexibility 
to obtain a higher individual performance. Based 
on this hypothesis and empirical study (Guest et 
al., 2000) 18 practices of HRM have been identi-
fied, which are considered significant for organiza-
tion performance (Table 1). 
 
Table 1. The HRM practices which are considered sig-
nificant for organization performance (source: compiled 
by authors according to Guest et al. 2000) 
No The areas of HRM practices by Guest et al. 
1 Realistic job previews 
2 Use of psychometric tests for selection 
3 Well-developed induction training 
4 Provision of extensive training for  

experienced employees 
5 Regular appraisals 
6 Regular feedback on performance from many 

sources 
7 Individual performance-related pay 
8 Profit-related bonuses 
9 Flexible job descriptions 
10 Multi-skilling 
11 Presence of work-improvement teams 
12 Presence of problem-solving groups 
13 Information provided on firm’s business plan 
14 Information provided on the firm’s  

performance targets 
15 No compulsory redundancies 
16 Avoidance of voluntary redundancies 
17 Commitment to single status 
18 Harmonized holiday entitlement 

 

Also the results obtained by other researchers 
(Purcell et al. 2003; Thompson 2002; West et al. 
2002; and others) show, that there is a relationship 
between the development of HRM practices and 
organizational performance. 

According to Armstrong (2010), the research 
on the link between HRM and firm performance is 
helpful, because it confirms the benefits of HRM 
practices in organizational performance. Version 
of the HR practices that influence the performance, 
is following (Table 2). 
Table 2. The HR practices that impact on performance 
(source: compiled by authors according to Armstrong 
2010) 
No The areas of HRM practices by Armstrong 
1 Attract, develop and retain high-quality people 
2 Talent management 
3 Learning and development 
4 Manage knowledge and intellectual capital 
5 Increase engagement, commitment and  

motivation 
6 Psychological contract 
7 High-performance management 
8 Reward management 
9 Employee relations 
10 

Working environment – core values, leader-
ship, work–life balance, managing diversity, 
secure employment 

 
HR practices, presented by Armstrong (2010), 

include both some classical areas of HRM practic-
es and new modern trends enhance value of em-
ployee's work. It fundamentally confirms that 18 
HRM practice areas derived by Guest et al. (2000) 
can be significant. 

Richardson and Thompson (2003) have 
pointed out that a simple list of different combina-
tions of practices is also inadequate because the 
specification of interesting strategic choices re-
quires a convincing rationale of how and why a 
particular combination of practices generates in-
ternal and external fit. Also those authors have 
mean, that Guest and Hoque, for example, were 
faced with the problem of assigning the firms in 
their sample to different strategic categories based 
on whether they had certain combinations of 23 
HRM practices; they recognised that some of these 
practices might be more important than others, but 
they concluded that ‘we know of no theoretical 
basis on which to determine this’, so they treated 
each of them as equally important (Guest, Hoque 
1994; Guest et al. 2000; Guest et al. 2004). 

Just in the middle of last decade of XX century 
MacDuffie observed that every HR practice has a 
complex role and that ‘there is no clear conceptual 
basis for separating practices affecting motivation 
from those affecting skill’ (MacDuffie 1995). Even 
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worse, the motivational impact of many individual 
HR policies remains to be established. In the period 
from the middle of last decade of XX century till 
the end of first decade of XXI century was growing 
number of studies have complex measures of HR 
practices. These are often used in multi-variate 
analyses, which also incorporate background varia-
bles like capital/labour ratios, firm size, industrial 
sector, and so on. But they only rarely include other 
direct measures of managerial effectiveness. Ac-
cording Richardson and Thompson (2003) this 
omission might mean that all aspects of managerial 
effectiveness are being represented just by the HR 
variables. They have pointed attention, that 
McMahan et al (1999) provide a very useful con-
ceptual framework for understanding the theoretical 
perspectives influencing the field, when identify a 
number of broad theoretical approaches that have 
influenced empirical work in the area. These they 
group into ‘reactive’ theories and ‘proactive’ theo-
ries. The proactive perspectives are: behavioural, 
transaction costs theory/agency theory, cybernetic 
systems, resource based view of the firm. The reac-
tive theories they cite are: resource dependence and 
institutional theory. Authors (McMahan et al. 1999) 
argue that much of the empirical work in the area is 
‘data driven theory application’ rather than ‘theory-
driven’ research. 

David Guest, Jaap Paauwe and Patrick Wright 
(Guest et al. 2012) in the last new work “HRM 
and Performance – Achievements and Challenges” 
have stated that there are many contextual and 
contingency factors that may shape the HR process 
at the local level and described some alternative 
employee-related pathways linking HRM and or-
ganizational performance (Fig. 1). 
 

HRM 
practicies 

and 
systems 

Employee knowledge, 
skills and ability 

Employee relationships 
and coordination 

Employee well-being 
Strong organiztional 

climate 

Extrinsic rewards and 
motivation 

 

Organizational 
performance 

Fig. 1. Some alternative employee-related pathways 
linking HRM and organizational performance (source: 
Guest et al 2012) 
 

According Guest et al. (2012) the alternative 
non-well-being-related pathway of the link between 
HRM, employee outcomes and organizational per-
formance outlined above, together with the focal 
well-being-related pathway (Fig. 1). Two points are 
worth noting about the different pathway: first, the 

pathways shown are not exhaustive, nor are they 
mutually exclusive; second, although analytically 
distinct, the various pathways are not always clearly 
distinguished in empirical studies of the relationship 
between HRM and performance. 

Indeed, in last decade of XX century some re-
searchers have wondered whether it makes sense 
at all to think of HRM, well-being and perfor-
mance in terms of universally valid relationships 
(Legge 1995; Delery, Doty 1996; cited by Guest et 
al 2012). The current consensus on the issue ap-
pears to be that both universalistic (best practice) 
and contingency (best fit) approaches are relevant 
to understanding the HR process in any workplace. 

It is worth noting that the linking HRM prac-
tices and HRM outcomes framework (Fig. 2) until 
currently can be considered as an essential concept 
to identify the impact of HR practices to quality of 
human resources: employee engagement, because 
this tends to lead to employee performance and 
commitment, reduces staff turnover and improves 
the well-being of employees (Witemeyer 2013; Be-
cker, Cropanzano 2011; Hakanen et al. 2008; Toh 
et al. 2008; Wright et al. 2007; Michie, West 2004; 
Wright, Cropanzano 2000). 
 

 

Selection 
Socialization 
Training and development 
Quality Improvement programmes 
Single status 
Job security 
Internal promotion 
Individualized reward systems 
 
Communication 
Employee involvement 
Team working 
Job design 
Flexible job descriptions 

Skills and 
Ability 

(Quality) 

Effort/Motivation 
(Commitment) 

Role Structure 
and Perception 

(Flexibility) 

  
Fig. 2. Linking HRM practices and HRM outcomes 
(source: Guest 1997) 
 

According to Kavaliauskienė (Kavaliauskienė 
2011), in general an employee’s commitment to the 
organization is perceived as force binding an indi-
vidual with some particular tasks in a particular 
organization and appearing through the different 
forms and dimensions, revealing various reasons 
that motivate people, provide meaning to their 
lives and enhance to make a move or to continue 
it. Kavaliauskienė (2011) means, that the changing 
nature of the practice in terms of employment and 
increased opportunities for qualified employees to 
anchor in job markets acceptable to them have 
given the concept of an employee’s organizational 
commitment especially much attention from or-
ganizational researchers (Martin 2008; Patalano 
2008) latterly. 
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Employee engagement is a relatively new con-
struct in academic literature and an increasingly 
popular idea in practice (Witemeyer 2013). Propo-
nents of employee engagement claim a strong posi-
tive relationship between engagement and business 
success, both at the firm and individual levels, and 
outcomes including retention, productivity, profita-
bility, and customer loyalty and satisfaction. In the 
absence of consistent conceptualization and meas-
urement, relationships between employee engage-
ment and its antecedents and outcomes cannot be 
empirically tested. Witemeyer (2013) note, that yet 
despite popular appeal and numerous academic arti-
cles, no consensus exists regarding what employee 
engagement is or how it should be measured (Mar-
cos, Sridevi 2010, Macey,  Schneider 2008; Atridge 
2009; Cowardin-Lee, Soyalp 2011; Cho et al. 2006; 
Standar, Rothmann 2010). 

Taking into account that reviewed areas of 
HR practices and their development trends suggest 
that scientists in any case, indicate some basic 
practices of HRM applied by any organization, 
regardless of its size and scope, the results of the 
following survey reveal the impact of HRM prac-
tice areas in current circumstances in Lithuania 
and Latvia. 

Therefore, the results of the following survey 
reveal the impact of HRM practice areas in em-
ployee commitment and performance in current 
circumstances of internationalization processes in 
Lithuania and Latvia. 
 
3.  Investigation of HRM practices impact on 
employee commitment and performance 
 
3.1. Method 
 
According to Guest, there are 18 most effective 
HRM practices, which enhance employee’s perfor-
mance and commitment (Guest 2000). To verify 
Guest’s statements the expert method was applied, 
using the cross-sectional comparative design of re-
search. Two groups of experts – Lithuanian and 
Latvian – were formed, using the opportunity sam-
pling method. The experts were selected by the cri-
terion of competence in the field of human resource 
management, i. e. primarily by person’s occupa-
tional area and the length of experience in the field 
mentioned above. All appropriate persons were 
contacted face-to-face or by e-mail and were asked 
to participate in the current research. As a result, the 
opinion of 14 Lithuanian experts and 11 Latvian 
experts was acquired. The expert groups held par-
ticipants engaged in management of an organisation 
or a group, personnel management, scientific re-
search work, teaching in institution of higher educa-
tion, conducting of training courses or seminars, or 

business consulting. The half of Lithuanian experts 
and the majority of Latvian experts had occupation 
in general management or in personnel manage-
ment (Table 3). 
Table 3. Distribution of the number of experts by occu-
pation in general management and personnel manage-
ment (LT - Lithuanian experts (n = 14); LV - Latvian 
experts (n = 11)) 
No Occupational area LT LV 
1 Management of an organisa-

tion or a group 4 5 
2 Personnel management 3 5 

 
Regarding to experts’ experience in the hu-

man resource management field, 10 Lithuanian 
experts and 5 Latvian experts had relevant experi-
ence of more than five years (Table 4). 
Table 4. Distribution of the number of experts by years 
of experience in the HRM field (LT - Lithuanian ex-
perts (n = 14); LV - Latvian experts (n = 11)) 
No Years of experience LT LV 
1 5 and less 4 6 
2 6 - 10 2 4 
3 11 - 15 4 - 
4 16 - 20 3 1 
5 21 and more 1 - 

 
The expert opinion was clarified with question-

naire that was composed of two main parts. In both 
parts were listed 18 human resource management 
practices marked out by David Guest as effective 
practices to enhance employee commitment and per-
formance (Guest 2000). But, in the first part, the im-
pact of each human resource management practice 
on the employee’s performance was be evaluated, 
and in the second part, the impact of the same prac-
tices on the employee’s commitment was be evaluat-
ed. The impact of human resource management prac-
tices was measured by 4-point scale. Respectively, 
expert was offered to evaluate whether the specific 
practice “reduces” (=1), “has not impact” (=2), “in-
creases” (=3) or “greatly increases” (=4) the employ-
ee’s performance (in the first part of questionnaire) 
and the employee’s commitment (in the second part 
of questionnaire). According to Guest the all of 18 
mentioned above practices are effective, consequent-
ly, those should at least “increase” employee’s per-
formance and commitment. To determine whether 
this statement is right, the response options “reduces” 
and “has not impact” were intentionally included into 
scale of measurement.  

The Cronbach’s alpha for the scale “The im-
pact of human resource management practices on 
the employee’s performance” was 0.77 in the 
group of Lithuanian experts, and 0.71 in the group 
of Latvian experts. This indicates that this scale 
has acceptable internal consistency in both groups. 
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The Cronbach’s alpha for scale “The impact of 
human resource management practices on the em-
ployee’s commitment” was similar - 0.78 and 
0.72, respectively. Thus, both scales are sufficient-
ly reliable in both expert groups. 

To clarify the experts’ view of the impact of 
human resource management practice, and simul-
taneously to control the experts’ individual an-
swers for consistency, in addition to evaluation of 
the impact of human resource management prac-
tices the expert was asked to choose five most ef-
fective practices from 18, and to rank those. 

The statistical measures applied in analysis of 
the acquired data are summarised in Table 5. 
Table 5. Statistical measures applied in the current re-
search 
No Indicator Statistical measure 
1 Level of agreement among experts Standard Deviation  
2 Impact level of HRM practice Mean; Median; Frequency; Mode 

3 
Difference between im-pacts of HRM practices on performance and commitment  

Wilcoxon Signed Rank Test 

4 Difference between scores of LT and LV expert groups 
Mann-Whitney Test 

3.2. Results and discussion 
 
Means (M), medians (Me), and standard devia-
tions (SD) for each human resource management 
practices using the rating given on the 4-point 
scale were calculated and are shown in Table 6 
and 7. Considering the level of agreement among 
experts on scale “The impact of human resource 
management practices on the employee’s perfor-
mance”, standard deviations of two subscales in 
Latvian expert group, and standard deviation of 
one subscale in Lithuanian expert group were 
above 1 – “Individual performance-related pay” in 
Latvian group, and “Commitment to single status” 
in both groups. Thus, there is a good consensus for 
the rest subscales. Considering the level of agree-
ment among experts on scale “The impact of hu-
man resource management practices on the em-
ployee’s commitment”, standard deviations of six 
subscales in Latvian expert group, and of two sub-
scales in Lithuanian expert group were above 1 – 
“Individual performance-related pay”, “Profit-
related bonuses”, “Multi-skilling”, “Commitment 
to single status” in Latvian group, “Avoidance of 
voluntary redundancies” in Lithuanian group, and 
“Flexible job descriptions” in both groups. Such 
results indicate that there is a good consensus for 
the rest subscales, but comparing with the first 
scale in overall there is a worse consensus. 
 

Table 6. Means, medians, and standard deviations for scale “The impact of human resource management practices 
on the employee’s performance”  
No Subscale 

(i.e. human resource management practice) 
Latvia Lithuania 

M Me SD M Me SD 
1 Realistic job previews 3.27 3 0.79 3.21 3 0.58 
2 Use of psychometric tests for selection 2.55 3 0.52 3.00 3 0.55 
3 Well-developed induction training 3.55 4 0.52 3.36 3 0.50 
4 Provision of extensive training for experienced employees 3.27 3 0.65 3.14 3 0.53 
5 Regular appraisals 3.27 3 0.79 3.07 3 0.92 
6 Regular feedback on performance from many sources 3.55 4 0.52 3.50 4 0.65 
7 Individual performance-related pay 3.36 4 1.03 3.36 3 0.63 
8 Profit-related bonuses 3.55 4 0.52 3.07 3 0.62 
9 Flexible job descriptions 2.18 2 0.75 2.57 3 0.85 
10 Multi-skilling 3.00 3 0.77 3.07 3 0.62 
11 Presence of work-improvement teams 2.55 3 0.69 3.07 3 0.73 
12 Presence of problem-solving groups 2.45 3 0.93 3.43 4 0.65 
13 Information provided on firm’s business plan 2.64 3 0.50 2.79 3 0.58 
14 Information provided on firm’s performance targets 3.36 3 0.67 3.07 3 0.73 
15 No compulsory redundancies 2.64 3 0.67 2.14 2 0.86 
16 Avoidance of voluntary redundancies 2.91 3 0.54 2.07 2 0.73 
17 Commitment to single status 2.55 3 1.04 1.93 2 1.07 
18 Harmonised holiday entitlement 3.18 3 0.75 2.64 2.50 0.93 
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Table 7. Means, medians, and standard deviations for scale “The impact of human resource management practices 
on the employee’s commitment” 
No Subscale 

(i.e. human resource management practice) 
Latvia Lithuania 

M Me SD M Me SD 
1 Realistic job previews 3.09 3 0.70 3.14 3 0.66 
2 Use of psychometric tests for selection 2.18 2 0.60 2.57 3 0.76 
3 Well-developed induction training 3.09 3 0.70 2.86 3 0.95 
4 Provision of extensive training for experienced employees 3.27 3 0.79 3.29 3 0.61 
5 Regular appraisals 2.91 3 0.83 2.57 3 0.76 
6 Regular feedback on performance from many sources 3.36 3 0.50 2.93 3 0.62 
7 Individual performance-related pay 3.00 3 1.10 3.50 4 0.65 
8 Profit-related bonuses 3.27 4 1.01 3.50 4 0.65 
9 Flexible job descriptions 2.45 3 1.13 2.79 3 1.05 
10 Multi-skilling 3.00 3 1.10 3.21 3 0.58 
11 Presence of work-improvement teams 3.00 3 0.89 3.00 3 0.68 
12 Presence of problem-solving groups 3.00 3 0.89 3.36 3 0.63 
13 Information provided on firm’s business plan 2.73 3 1.01 3.14 3 0.77 
14 Information provided on firm’s performance targets 3.27 3 0.65 3.07 3 0.62 
15 No compulsory redundancies 3.27 4 0.90 2.93 3 0.73 
16 Avoidance of voluntary redundancies 3.18 3 0.87 2.79 3 1.05 
17 Commitment to single status 2.91 3 1.22 2.86 3 0.86 
18 Harmonised holiday entitlement 3.64 4 0.50 3.43 3 0.51 

 
Means of all subscales in two scales were not 

above 2, except subscale “Commitment to single 
status” of first scale in Lithuanian group. Mean of 
this subscale is 1.93, but it is approximately 2. 
This implies that in according to the experts’ eval-
uations there is no human resource management 
practice, which would have a negative impact on 
employee’s performance or commitment. Never-
theless, there were some subscales, which means 
did not succeed 2.45. In the first scale, these sub-
scales were “Flexible job descriptions” related to 
Latvian expert group, and “Commitment to single 
status”, “Avoidance of voluntary redundancies”, 
“No compulsory redundancies” related to Lithua-
nian expert group. In the second scale, only sub-
scale “Use of psychometric tests for selection” 
related to Latvian expert group had mean below 
2.45. This indicates that experts regarded the men-
tioned practices as neutral, i.e. which have not pos-
itive or negative effects on employee’s perfor-
mance or commitment. 

The low scores of “Flexible job descriptions” 
given by Latvian experts can be explained by as-
sumption that flexibly defined job duties might be 
treated as unclear. On the one hand, uncertainly 
defined job duties provide more autonomy to em-
ployee, but on the other hand, do not give the de-
fine tasks. In situation, when employee is not suf-
ficiently experienced or motivated, or when 
employee’s work is interdependent, the unclear job 
duties can hinder performance. 

In accordance with Lithuanian experts, the 
employee’s performance did not impacted by ad-
herence to single status and staff retention. This 
point of view can be interpreted by supposition 

that such human resource management practices 
might be treated as discouraging the employee’s 
motivation to higher achievements. The adherence 
to single status can enhance employees’ perception 
of interpersonal justice, but worsen the perception 
of distributive justice (Colquitt 2001). It not be 
excluded that employee’s motivation towards bet-
ter performance could be based on getting of 
unique or higher status. As for staff retention, 
there are also advantages and drawbacks affecting 
employee’s performance. If employer takes care of 
staff stability and does not provoke voluntary 
turnover, this can establish the long-term responsi-
bility of employee on own work results. On the 
other hand, the firm belief in guaranteed safety can 
generate impression that it is possible to be lazy. 

Evaluating the impact of “use of psychomet-
ric tests for selection” on employee’s commitment, 
Latvian experts did not consider this practice as 
good or bad. Perhaps such consideration follows 
from experience that selection of appropriate can-
didate does not ensure loyal employee in future. 

Means of most of the human resource man-
agement practices in both scales are from 2.45 to 
3.45. Thus, Latvian and Lithuanian experts treated 
the great part of listed practices as positively influ-
enced the employee’s performance and commit-
ment. Therefore, this result in overall confirms 
Guest’s statement about effectiveness of these 
practices. 

It is necessary to be noted that there were a 
few practices with means above 3.45. Latvian ex-
perts highly recognised the positive effect of 
“Well-developed induction training”, “Regular 
feedback on performance from many sources”, 
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“Profit-related bonuses” on the employee’s per-
formance (all these practices had means 3.55). 
Lithuanian experts also highly rated “Regular 
feedback on performance from many sources” 
(mean was 3.50). It is not surprising because ob-
jective feedback in time is an essential condition 
for good performance. 

In the second scale, Latvian experts particu-
larly highly rated “Harmonised holiday entitle-
ment” (mean was 3.64), but Lithuanian experts 
highlighted “Individual performance-related pay” 
and “Profit-related bonuses” (means of both sub-
scales were 3.50). This suggests that Lithuanian 
experts confer greater importance of monetary 
measures in formation of employee’s commitment. 
Whereas Latvian experts believe more in effec-
tiveness of employer’s condescension to employ-
ee’s wishes of own free time. 

To verify and precise the experts’ evaluation 
of the impact of human resource management 
practice on the employee’s performance and com-
mitment, the experts’ choices of five most effec-
tive practices separately for each scale were calcu-
lated and summarised. The practices, chosen by 
50% and more of experts as most effective are pre-
sented in Figure 3. In addition to counting of ex-
perts’ choices, means (M) and modes (Mo) of 
these choices were estimated (Table 8 and 9). 
 
Table 8. Means and modes of HRM practices chosen as 
most effective for enhancement of employee’s perfor-
mance (1 = first rank (the most effective); 5 = fifth 
rank) 
No Subscale M Mo 
1 LV experts’ opinion: Individu-

al performance-related pay 1.71 1; 2 
2 Profit-related bonuses 3.71 4 
3 Information provided on firm’s 

performance targets 3.43 4; 5 
4 Regular appraisals 1.83 2 
5 Regular feedback on perfor-

mance from many sources 2.50 3 
6 LT experts’ opinion: Well-

developed induction training 2.56 1; 4 
7 Regular feedback on perfor-

mance from many sources 2.44 2 
8 Provision of extensive train-

ing for experienced employees 3.50 3 
9 Individual performance-related 

pay 2.75 1; 3 

Only statistics of those practices, which were 
selected by 50% and more of experts, are shown in 
Tables. 

As a result, the leader of most effective prac-
tices for enhancement of employee’s performance 
was “Individual performance-related pay”, accord-
ing to Latvian experts, and “Regular feedback on 
performance from many sources”, according to 
Lithuanian experts. 

 
Table 9. Means and modes of HRM practices chosen as 
most effective for enhancement of employee’s com-
mitment 
No Subscale M Mo 
1 LV experts’ opinion: Profit-

related bonuses 2.50 2 
2 Harmonised holiday entitle-

ment 3.83 4; 5 
3 LT experts’ opinion: Individ-

ual performance-related pay 1.89 1 
4 Profit-related bonuses 2.00 1; 2; 3 

5 
Provision of extensive train-
ing for experienced employ-
ees 

4.29 4; 5 

6 Harmonised holiday entitle-
ment 3.71 2 

 
The results of selection and ranking of five 

most effective human resource management prac-
tices for enhancement of employee’s performance 
in general support the previous results presented in 
Table 6. In both stages of evaluation, Latvian ex-
perts highly assessed “Profit-related bonuses” and 
“Regular feedback on performance from many 
sources”, and Lithuanian experts highly assessed 
“Regular feedback on performance from many 
sources”. Besides of this, the selection and ranking 
of practices revealed the new emphases. In com-
parison with the average levels of evaluated prac-
tices’ impacts on employee performance, at next 
stage of evaluation Latvian experts stressed more 
the importance of “Individual performance-related 
pay”, “Information provided on firm’s perfor-
mance targets” and “Regular appraisals”, while 
Lithuanian experts stressed more the importance 
of “Well-developed induction training”, “Individ-
ual performance-related pay” and “Provision of 
extensive training for experienced employees”. 
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 Fig. 3. Results of experts’ choices of five most effective HRM practices (LV – Latvian experts, n = 11; LT – Lithu-
anian experts, n = 14) 
 

In selection and ranking of five most effective 
human resource management practices for en-
hancement of employee’s commitment, Latvian 
experts did not give special preferences to some 
practices. Nevertheless, relatively higher scores 
got “Profit-related bonuses” and “Harmonised hol-
iday entitlement”. This is consistent with the re-
sults presented in Table 7. In both stages of evalu-
ation, Latvian experts highly assessed 
“Harmonised holiday entitlement”, but in second 
stage, the value of “Profit-related bonuses” on em-
ployee’s commitment was emphasised. 

The results of selection and ranking of most 
effective practices for enhancement of employee’s 
commitment in Lithuanian expert group, also, re-
flect the results of previous stage of evaluation. On 
the top remained “Individual performance-related 
pay” and “Profit-related bonuses”. In addition to 
this, the importance of “Harmonised holiday enti-
tlement” and “Provision of extensive training for 
experienced employees” on employee’s commit-
ment was more highlighted in this stage of evalua-
tion. 

Taking into consideration the results of both 
stages of expert evaluation it must be concluded 
that Latvian experts recognised “Profit-related bo-
nuses”, and Lithuanian experts “Regular feedback 
on performance from many sources” as the most 
effective human resource management practices 
for enhancement of employee’s performance. As 
for enhancement of employee’s commitment, Lat-
vian experts pointed out “Harmonised holiday en-
titlement”, but Lithuanian experts “Individual per-
formance-related pay” and “Profit-related 
bonuses” as the most effective human resource 
management practices. 

To verify, is there a significant difference be-
tween scores of impacts of human resource man-
agement practices on performance and commit-
ment, Wilcoxon Signed Rank Test was conducted. 
Comparing aggregate data of both scales, this sta-

tistical test did not support significant difference in 
results of both Latvian and Lithuanian expert 
groups (at p less than 0.05). This indicates that 
both scales are similar, and thereby Guest’s state-
ment about interchangeable of listed above human 
resource management practices’ effect on employ-
ee’s performance and commitment is supported. 
But comparing data of each subscales, Wilcoxon 
Signed Rank Test revealed significant difference 
in subscale “No compulsory redundancies” in data 
set from Latvian experts (Exact Sig. (2-tailed) or 
p = 0.031), and in subscales “Commitment to sin-
gle status” (p = 0.008), “Harmonised holiday enti-
tlement” (p = 0.008), “No compulsory redundan-
cies” (p = 0.008), “Regular feedback on perfor-
mance from many sources” (p = 0.008) and 
“Avoidance of voluntary redundancies” (p = 
0.031) in data set from Lithuanian experts. Re-
spectively, these practices, except “Regular feed-
back on performance from many sources”, were 
treated as more effective for encouragement of 
employee’s commitment than performance. As for 
“Regular feedback on performance from many 
sources”, Lithuanian experts significantly higher 
assessed this practice for encouragement of em-
ployee’s performance. The fact, that five of the 18 
subscales revealed the significantly different 
scores between scales of performance and com-
mitment, allows to assume about potentially dif-
ferent importance of relevant practices to these 
categories. 

The difference of Latvian and Lithuanian ex-
perts’ evaluations was analysed performing Mann-
Whitney Test. Comparing aggregate data of both 
expert groups by this statistical test, significant 
difference was not supported in results of both 
scales (at p less than 0.05). Performing the same 
statistical test for each subscales, there also were 
not observed significant differences, except sub-
scales “Avoidance of voluntary redundancies” (p = 
0.008) and “Presence of problem-solving groups” 
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(p = 0.010) in scale “The impact of human re-
source management practices on the employee’s 
performance”. Latvian experts assessed the value 
of “Avoidance of voluntary redundancies” for em-
ployee’s performance higher than Lithuanian ex-
perts did, while last ones appreciated more “Pres-
ence of problem-solving groups”. Thus, in general 
Latvian and Lithuanian experts similar evaluated 
the impact of human resource management prac-
tices on employee’s performance and commit-
ment. 

 
4. Conclusions 
 
Study of various approaches to human resource 
management practices show, that at the present 
stage of internationalization and eurointegration 
proceses linking HRM practices and HRM out-
comes until currently can be considered as an es-
sential concept to identify the impact of HRM 
practices to quality of human resources: employee 
performance and commitment, employee engage-
ment, reduces staff turnover and improves the 
well-being of employees. 

The results of expert survey revealed that Lat-
vian experts recognised profit-related bonuses, and 
Lithuanian experts – regular feedback on perfor-
mance from many sources as the most effective 
human resource management practices for encour-
agement of employee’s performance. Whereas 
harmonised holiday entitlement by Latvian ex-
perts’ opinion, and individual performance-related 
pay with profit-related bonuses by Lithuanian ex-
perts’ opinion are the most effective practices for 
encouragement of employee’s commitment.  

Looking to the both scales – “The impact of 
human resource management practices on the em-
ployee’s performance” and “on employee’s com-
mitment” as a whole, those similarities found out, 
and therefore it might be supposed that the com-
plete set of analysed practices have analogous ef-
fects on employee’s performance and commit-
ment. The effects of separate practices on 
employee’s performance and commitment should 
be explored on a more extensive sample basis in 
further studies. 

In overall, there are not significant differences 
between Latvian and Lithuanian experts’ evalua-
tions of the impact of human resource manage-
ment practices on employee’s performance and 
commitment. 
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